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SI  MMARV 


Ko(|uirrintMil 

riir  Sniitir  l*A«’ruli\  »*  >al  Sv  -lnii  (Sl'.  \S)  \vii>  dt^vrloptMl  in  io  llir  rrquit'riiirnl>  n|  llir 

(  nil  Srrvirr  l{4‘}orfn  l  ol  a  ){r(|iirsi  )or  INT'«<Mnu*l  l^escarrli  (RI*R  7(»-K>)  siilMiiiin*^  In  lli«*  \ir 

I'nn  r  lluiiuii;  Ur-^tMirri^  l.alhnatniA  l)\  lln*  \ir  Fort I >ir(*rl(»ratr  ni  Civilian  IN‘r>ciniu*L  I'lir  a|i|ii’ai«al 
a  iiiflluxl  for  oFjft  livrU  a>.-r>sitij'  llu*  |M*rforinan('0  of  Air  hdn  «‘  Senior  K\tM-iilivi*>. 

S\sli*iii  DevrUipinoiii 

riti‘  Srnior  K\tM*nlivf  A,,,  )r;ii>al  S\^(f‘ln  was  hv  inU'gralin^  infonnuiion  ^allirn'd  from  a 

n*vi«‘v\  of  llu*  liloralurr.  a  r«*vifu  oi  f\i>iing  e\4‘(Miiivo  appraisal  s\sNmiis,  and  ^iiitlann^  from  Air  For<‘r 
4'\4*<  iiii\«*>^  (mililar)  and  <'ivllian).  I  Io-  iiH»t  imporlaiK  rompoiKMil  of  ihr  SK  AS  1-  ilu*  porhirmaiu-r  plan, 
riio  plan  provides  llKMAtM'iilivr'^  an  opportiinily  Io  lisi  llmir  pf^rformanco  n‘(piir<‘im‘ri(N.  (o  df*sigitaU' 
wlioilii'i'  rrqiiinnmoiis  an*  (Tiliral  i»r  nom  ritic  al.  and  lo  assign  priority  wri^hls  Io  lln*  roquinmn'iits 

a>  a  iimmImhI  of  sprril)in{;  llonr  ndalivt*  importam'r.  '('hr  compliMod  pcrfortnam-r  plan  is  iIkmi  ri*vii*Hrd 
and  '•ij^iird  hy  llir  tAiTiillvr  and  his/hrr  supervisor. 

Vl  llir  mid  ol  llir  apfirar^at  p^Ti^wl.  llir  «*\rruiivr\  supervisor  rates  llie  perfonnanre  of  the  executive 
on  eat'h  re(|uiremrni.  The  supervisor  also  rrmirrs  an  initial  ovi'ralt  rating  on  the  individual.  Tin*  appraisal 
is  lh4*n  revie\v4*d  (the  rrvit^wing  official  is  usualK  the  sufiervisor  s  supervisor),  and  aflt‘r  ihe  appraisal  is 
complfMe.  il  is  smit  lo  an  i»rfrani/.alional  Ferhirmance  Review  Board  (f’KH). 

A  test  ji  llir  PRB  proerdun's  inditaled  that  tliev  wt*re  effeitive  in  diffi^renliatin^  hetween 
individual'  Iki.'^^m)  on  pt^rlorinani't^  and  lhal  there  was  no  significant  systmnalic  ijiscrimination  <»n  llie  basis 
ol  race  <  r  sex.  To  opt^ralmnally  distrilmle  bonuses,  the  Air  Force  convened  five  organi/alional  PRBs  and 

reniral  I’RB.  Phis  coMfiguralion  of  PRBs  was  selected  because  il  pro\  i<b‘d  (he  niaximttm 
detM  iUrali/aiion  whih*  tuisuring  lhal  the  best  performers  in  llie  Air  Force  w»M'e  reward«*d. 

Hero  mine  tidal  ions 

in  ordm-  lor  llu*  SKAS  tu  niainfain  its  iiselulness.  vialiitilv.  ami  credibilil\.  ibe  s\stmn  nnisl  lie 
iiionilorrd  conhiiuallN  t<r  delermine  metbods  of  impniveincni.  Il  is  also  esstuiliat  ibai  llu*  SK  AS  iruiniiig  be 
<‘oniinuatl\  updaiei)  and  ibai  all  appropriate  iiidividuuts  reetuvt*  adecpiaN'  Irainitig. 
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AIK  I'OKCK  SEMOR  EXECl  TIVE  AFI’KAISAL  SYSI  EM 


I.  KACKCROIM) 

In  l‘)7<).  the  Air  Eorc-e  Human  Resources  Laboratory  (AFHRL)  was  tasked  to  develop  an  appraisal 
system  for  all  Air  Force  civilian  employees.  Three  subsystems  were  required  to  accomplish  the  goal  of 
providing  objective  methods  to  assess  the  performance  of  (1)  members  of  the  Senior  Executive  Service. 
(2)(  >f*n«*ral  ManagiTs  (<aM  13-15).  and  (3)  (»t*neral  Srhediilr  ((/S)  and  Federal  Wagf*  System  employees  in 
grades  1  —  15.  This  report  foi  iise'^  on  the  first  of  these  subsystems:  the  design  and  development  of  the 
S#‘nior  Kxerutive  Appraisal  System  (SKAS).  the  SEAS  training  program,  and  other  topics  pertinent  to  this 
dt^velopineiit.  One  of  the  primary  uses  of  the  system  will  be  to  use  the  appraisals  as  the  basis  for  awarding 
Inmuses  to  senior  executives. 

rile  >pe('ilic  n^ipiireinents  of  lln*  SEAS  are  delinealf‘d  in  Public  La\\  ^t5-I5f  (the  (livil  Service 
Mefonn  \ci  ((.SKA)  ol  l*>T8)  and  guidance  provided  liy  tin*  Office  <d  Person iu‘l  Management  (OPM). 
I'AciTpts  Irom  PL  *)5-  L51  and  information  provided  by  OPM  <  onccrning  ifu*  giiid<*linc>  for  developing  an 
|•^e^•l|live  appraisal  system  for  senior  executives  are  included  in  Appendix  \. 


II.  SYSTEM  nESI(;N 

Review  and  Evaluatitin  of  Appraisal  Svstems 

The  initial  step  in  designing  the  SEAS  was  a  review  of  literature  <in  tin-  topic  of  exeeuiive  apprai'^ai 
along  with  an  evaluation  of  current  systems  us<Mi  in  private  industry  and  tho>e  being  developed  liy  I’ederal 
agent  ii‘-  in  response  to  the  (ISRA.  A  selected  bibliography  relevant  to  the  <levelopinenl  td  the  SEAS 
eonluined  in  Appendix  H. 

Kesult>  of  tin*  literature  revu‘w  indicated  that  none  of  the  >ystem>  reported  or  suggested  address«‘d 
die  design  or  development  of  an  executive  appraisal  system  that  wouhl  meet  the  >peeific  (ISR.A 
re(|uireimuits.  Th(‘  emphasis  of  appraisal  systems  used  hy  private  corporations  in  determining  which 
exeeuiive  is  best  suiletl  lor  promotion  rather  than  in  appraising  actual  joh  performanee.  However,  manv 
organi/atiuiis  have  adopted  a  Management-liy-Ohjective  (MBO)  system  in  wliich  managers  speeifv  their 
ohjeclive>  for  the  rating  period,  with  their  performanee  being  appraised  ^uhsetpienlK  on  the  l)a>is  of  the 
extent  to  which  they  nuH  or  exceeded  their  goals. 

For  example,  one  company  w'a>  found  to  use  a  modified  MBO  system  that  im  lmle<l  >ome  eouei'plw 
relevant  to  the  development  of  a  system  that  would  meet  the  (]SR  A  requirements.  3'heir '-v stem  required  a 
delinealioii  ol  (I)  the  position  aceouiHabilities.  which  arc  ifu*  expected  results  flefiiM‘<i  hv  a  position 
analysis:  (2)  the  objectives,  which  slate  what  most  he  planned  in  order  to  gel  sali>laelor\  results  in  <*aeh 
aemiinlabilily :  (.3)  the  standards  of  measurement.  whir*li  will  ens’ure  an  objei  iivr  analvsi^  of  the 
i  mu  Ml  hen  I  performance:  (|)  a  description  of  the  ineiimhenis  actual  |ierroriiianee:  and  (5)  ihe 
'‘iipervisor  s  appraisal  ol  the  ineiimlienlV  overall  performanee  level  in  lerlll^  of  rcMill^  aeliirvi-d. 

Among  Fcfleral  agency  sv^lem^  developed  in  resfionse  to  the  (!SR\.  (he  National  Nenntautiew  and 
Space  Administralion  (\  \S  \)  had  <levetoped  a  svsiein  that  met  all  the  (iSRA  n‘(|ui^enlent^.  Therelore,  it 
proved  to  he  an  excel  lent  slurling  point  lor  the  development  ol  the  \ir  f  one  >  \  >lem  even  ( hougli  it  did  not 
meet  the  sporifie  nei‘d>  of  the  Air  Force. 

The  N  AS  A  >y>  tein  provide-  lor  a  performanee  plan  in  which  each  exeeuiive  de>ignate-  at  lea'«l  one 
>peeial  olijeelive  and  one  or  more  continuing  responsilillilies  under  eai’h  of  three  erilieal  ejenienl-.  'Phe 
critical  elenieiils  ari“  management  performanri^  program  performanci*.  and  indivifhiai  initiative-.  The 
pt'rlormanee  plan  aUo  provides  for  a  li-iirigof  the  actions  requiriMl  hy  supervisors  or  peers  to  achieve  the 


> 


iVjwIiUn  I*  -  nlijriJix  r-  jind  '•|M‘riijr-  'hr  ri*(all\»*  i  ill  |K>l  laiH‘4‘  o|  l(u‘  u|ijiMli\r**  Ull»^40l»!  llMim|i 

t-|  >.|MMI>||piill 

Ii!  MlfliliiiM.  lln-  \  \S  \  -v-lrm  inniiir-  ih.il  al  Ira'I  mim-  |m»^rrs>  rr\ ir\\  Itr  lirld  |M‘U>ri  ii  llir  raluij: 

nlliriai  .iimI  iIm-  r\rjlili\r,  \l  t|ir  «ihI  oI  lllr  lalinjr  |H*riod,  iIh-  arliial  lH  Ilirv  riiirii  I  s  ol  llir  rsmilur  .Mr 
drMTilh  d.  and  llif  drjjrrr  ol  arhir\riurut  rvaluaU‘d.  I'Ur  rrilirul  »‘lruiruls  aiv  llu-u  raU‘d.  lliv 
raiiiij:>  ai'i'  jii>idird  ii-inj:  a  >ln»rl  narralivr  "iMMinarv.  and  linally.  an  ovrrall  raiiiij:  i>  nnidrrrd. 

Odirr  <HivrriMMrnl  a^o*in  i«  -  ( \niiv;  Nav>;  |)r|>ar(nMM)(  of  l.ahor:  I )r|Kirhnriil  of  Hrallli.  Kdoralioii. 
and  V^rlVan*:  l>r|iarWnrin  id'  dir  I'rrasnr);  Uffirr  of  Personnel  Manajjeinrni :  and  l)<*|>arlniriU  oi 
rran-IMMlalioii)  \vrr.‘  ronlarird.  None  of  dirsr  agr^M•ir^  wi\>  >iiffieientl>  advaiirrd  in  llir  dr\rlofiineiil  of 
its  r\r«  iiil>r  appraisal  >\>lrin  lo  pnM  idr  a  deiailed  desrrlpiioiK  Invarialdx.  lln*  approa<  U  preferred  l>\ 
rjrli  ap*nr\  wa^  a  inoilifiealion  ol  llie  ria-sir  MIK)  syslein. 


l)ev4‘lopinenl  i>f  ihe  Air  Force  Model 

Based  on  I  he  (iSR  A  requirements,  the  literature,  private  industry  systems,  and  j^overnment  systems 
(ai'liial  and  proposed),  it  was  derided  that  the  ino.st  appropriate  approach  would  be  to  design  a  system  that 
ineorporuted  the  best  atlrihnli‘s  of  all  systems  reviewed  and  evaluated  which  met  the  (ISRA  requiremenls. 
It  was  also  dei'idf^d  that  in  order  to  iua\iini/.<*  user  acceptance  and  ease  of  implementation,  high-level 
management  support  and  user  participation  in  llie  developiiU'nt  would  h<‘  desirable.  Thus.  prosp<'ctive 
senior  exerulivi's  were  employed  in  <*very  pha.se  of  the  development.  Tlie  appraisal  syst**m  development 
ihereh\  iiu'orporated  both  suhstanliated  and  tried  psychological  principles  as  well  as  management 
eyperience  and  judgement.  Therefon^.  an  initial  "strawman*  system  was  developed  and  tested. 

rile  ■'sirawman"  s\siein  was  similar  lo  tlie  proposed  NASA  system;  (l)  the  appraisal  would  contain 
three  performame  an^as:  Program.  Managenumt.  and  Individual;  (2)  perforinancf*  requirenumls  would 
he  spt'cified  in  each  of  tlie  area;*  and  would  he*  written  at  the  level  that  would  indicate  fully  successful 
performance:  (3)  e*ach  performance  area  would  have  at  least  one  critical  requirement  that  must  be 
achieved  for  sm-cessful  performance  and  one  objectixe  that  indicated  an  area  in  which  the  executive  was 
going  to  improve;  (4)  each  performance  area  would  he  rated,  and  in  addition,  a  separate  overall  rating 
would  hr  provided  h\  the  supervisor:  (5)  the  executive,  the  rating  official  (supervisor),  and  the  reviewer 
(the  first  line  supervisor's  supervisor)  would  all  be  given  an  opportunity  lo  comment  on  the  rating:  and 
(())  no  rolrielioiis  on  length  of  rornnienls  were  specified. 

Meriihers  ol  llir  \MIRL  researr  h  le:im  mel  wilh  luililar)  and  civilian  inemhers  of  llie  SKS  Ad  Hoc 
t>nHip.  which  included  nianagers  Iroiii  the  Air  Sudf.  Air  K<irce  S\ stems  (Command.  \ir  Force  Fogistics 
t  ;<iiiiinanfl.  and  the  Office  of  the  .^ei  retary  of  I  fie  Air  Force,  fhe  members  of  this  group  represented  the 
organt/itiioii-  that  conlained  more  llian  00  percent  of  llu*  aulhori/ed  Air  Force  SKS  positions.  This  broad 
t  oiiiinand  rj“prc>.f*niailon  was  deeiiied  a  necessity  lo  ensure  a  fetding  of  involv<‘menl  hv  ifie  individuals 
al ft'cled  hv  the  >\ >(t‘iii. 

During  this  meeting,  (he  (iommand  represenlative>  reviewed  and  modified  the  initial  design 
proposed  hv  the  AFHKI.  research  team.  Idieir  changes  included:  (l)  revising  tin*  designation  of  the  first 
perlonnam  e  area  from  Frogram  to  Function/Program  so  that  it  would  have  more  meaning  lo  Air  Fon-e 
exiM  Miive^;  (2)  specifving  al  least  one  critical  ri'qiiiremetil  in  the  performance  plan,  rather  than  in  each 
pcrformaiH-e  area  (tliis  change  was  made  het  ause  the  wide  spectrum  of  johs  inherent  in  the  Air  Force  SKS 
might  firecliide  an  cvt^ciitive  from  fiaving  a  critical  reqiiircrm*nt  in  each  performance  area):  and  (.'!) 
d»*lcling  (he  concept  of  olqc(  lives  lu*^•ause  it  was  felt  that  the  most  important  aspect  <»f  the  pcrforinancc 
plan  wa^  to  dclincalc  llie  rcspoiioilniitics  and  requirements  lor  the  rating  period.  It  was  perceived  as 
tinrealistic  to  a'^'inne  that  each  executive  v\tntitl  he  ahle  lo  spei  il v  a  realistic  ohjeetivf*  (<*.g..  reduce  paper¬ 
work  hv  .4  Po)  heeaii'-e  ol  ilieir  varied  joh’*. 


« 
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l'lu‘  ;iUo  "Im'i  iI  ii-<l  -4 mu*  v\  >irMi  piU  JiiH'UTN  tli4*>  |mT4  4'i\ 4*d  4-'-^4*Mli;il :  ( 1 )  liitiil  tin-  f uriii  a 

|Mji4*.  (2)  av4»Ml  a  '^vvirtii  Uiai  prtK  mIi‘-  a  lal'*»‘  n4*m>4'  41I  •‘[M  t  il  14  il\  Kv  uMnlMiiiiiji  iiniiHTii*  xain*"  l4» 

Miini'whal  >nlij4‘4  (iv4‘  jtitl^iii4Mil>.  ainl  (d)  ii(i(i/4‘  iiiaiiapMiu'iii  {iiiMlani'f  to  tfii*  rna vinttint  4*vt<*iM  in 

|Ih‘  lll'V  4d4»|Mn4‘Ml  td  ll)4‘ 

rit<*><*  piiraifi<*{<‘r>  ami  MM><J)li<'alii>n>  vv4Ti'  iii4'4»rp4»rai4*il  iiilo  a  la'viMal  SKAS  iii<Hl4d  anti 

hrit'tril  lu  till'  Vir  l*or4  4-  («SK\  \Xoikiiif:  <ir4»up  4)n  A  Xpril  \^n^K  1 114*  (.Sli  \  v^tirkinji  ti;r4Uip  tloMi 
ri*c’OMUiH*n4ii»d  a  iiiiiu»r  inodifit'atioii  (<»  (he  iU4)4|<'l:  ic  all) .  tin*  <*>«  H4*ri*  114  nn  ^'ivr  a  rating  4iij 

i‘ai  li  |M*rlorrnaii4<*  rtMpiinMiH*iit  in  atitliiion  lo  tin*  |M*rtoriMaii('4‘  aia'u  ratinti[>  aM<i  tlit*  oM'tall  raiitij:.  1  ln> 
i  haiip*  iM4  n*a.’'*‘  ilu*  oIijim’IIv  il\  4»l  tin*  4)V4*rall  raiinj'  (mm’uux*  il  |)rov  i<i4*4l  (In-  su|M*rv  i!»44r  with  raticjfi^ 

on  il»4-  «-|M‘4  ili4  iiMlividual  r4‘(|uin*iiu*!il>  lo  u>4*  wImmi  making  tin*  o\<*rall  raliiij;.  M^o.  ii  wa>  llt4»uj;lii  llial 
llii>  I\|M‘  ol  raliti^  >\4>iil(i  prtix  iili*  l»M*<|[ia4  k  t4i  liii*  4*\4‘<*nii\4‘s.  I'liahtiniz  iIh*iii  Ui  ''4*4*  wlirr4*  lli4‘\ 

atof  wlii'n*  llM*y  ni‘4*<j4‘d  U»  iii)prov(\ 

PnMesl  of  the  SiMiior  Executive  Appraisal  System  (SEAS) 

'rin‘  reviM-d  SKAS  niodcl  was  Icsltni  on  a  small  ^roup  oi  10  senior  4*\e4  uiiv4‘s  and  pon-ral  (din  4*r>  lo 
4l«*l4*rniinc  llie  approprialene«*>  of  ihe  roin*epls.  proee4iijres.  and  lornis,  1  In*  parlieipani^  wer**  pr4)vid4*d  a 
liall-da\  training  s4‘ssion  on  ihc  rc<|uin‘inenl>  of  llie  (iSKA.  iIm‘  proposetl  appraisal  ^\^lenl.  and  the 
ih^vt’hipiiieiii  actual  p«Ti<»rmatn’<‘  ri*qtiire!n<*nls.  At  lh4*  4*ml  oi  tin*  training  ^4*s>ion.  the  paiii4’ipani>  \v4*r4* 
in>irii4’t4'il  to  4l4*vtdop  pmOn  inain  4*  r4‘(piir4*inenls  and  sp4*4*il\  iln*  i-ritical  r4*(piir4*fn4*nt'.  44I  tln*ir  j4»l>>. 

riie  iiiaj4n'  prohlein  l<ientifi4*4i  h\  tin*  ^roup  was  diffi4  idl\  in  d4‘><  rifdiijj  tln'ir  jidi**  in  " nn  a-nrahh*  4ir 
'‘re'ull>  44ri4*ni4*4r*  >ial4*nn*nt>.  Il4»W4*V4T.  giv4*n  tin*  eonslrainis  cd  the  law.  ifn*y  iinli4  ai4Ml  lhai  tin*  '\>i4‘in 
4li*^igned  hv  \KHRI.  wa^  siiilaldt*  lor  u>4“  i»\  \ir  Force  s4*nior  4‘\4‘cutiv4*.*‘.  The  r4*>ull>  from  this  trial 
pr4ivi4led  lnl4»rtiialion  rtt‘4-4*>sai y  lo  del4*riniin*  training  r4‘<piir4*inenis.  l4)  r4‘rMn*  tin*  apprai>al  '«\>l4*m 
fmihi'r.  ami  l4>  dt‘vi*lop  the  final  SKAS  nuxit*!. 

Development  <»f  the  Training  Program 

Man\  of  iln*  prohh'nis  ideniiiie4l  l)v  lli«*  ll4*id-l«*st  group  n‘Sidt«‘d  Irom  insufficient  training. 
rheri*lor4*.  in  itrder  tti  prf*pan*  \ir  F^^rr***  >4*ni<»r  »*\ef’tiiives  and  lh*‘ir  supervisors  to  d4*\4*lo)4a  p»*rforrnance 
plan  ami  to  umit'rsland  tin*  re^tilremeiUs  4)f  the  (".SR A.  a  eompri'hensive  training  pn^gram  wa-  (i4*\4‘l4ipe4i, 
I’In*  training  was  4‘4‘nien*<l  ari>uml  inf4>rtnati4»ti  (‘ontaineii  in  a  pn‘-workshop  hainllMM»k  i4tr  tin*  M*nior 
t*\iMii!i\es  ami  one  for  lln*ir  supi'rv  i>4)r^.  Afl4‘r  studying  the  handbook,  the  <‘\«*4uiive‘  ami  sup4‘rvisor 
aM4'nd(‘d  a  workshop  in  which  appli<'ation  oi  kntiwdeiigi*  4»hlain4‘d  from  tin*  handh4H)k  l4M»k  pla4'4*, 

riic  ltamlh4>ok  for  tin*  si*nior  4‘\4‘4  ulivi*  prfiviflctl  (1)  an  cvpianution  4d  tin*  h‘gal  r4‘!piin*m4*Ml'«  oi  the 
(!SH  \  p4*rllm*!ti  to  tin*  SKS;  (2)  a  itcsc  ripiiim  of  ihi*  S|v\S:  ami  (.i)  pnK  4*dur4*s  l4»r.  a-  W4*ll  as  pra<  lict*  in. 
<|cvcloping  an  4“ficcliv4*  pi*ri4irman4'4'  plan.  rh4’‘  hainlh4Mik  d<*'-igin‘<i  i4)r  tht*  siip4‘r\  i'-44rs  C4»n\4‘yc«l  ih4*  ^ami* 
information  wilfi  fi*W4'r  d4*lail>  ofi  ih4*  pro4‘4'4lur4*s  f4»r  d4*\clopitig  a  perli»i main  4*  plan  ainl  <  4iMtain4*4l  in» 
prat  lii  c  i‘\4*rci'*c^. 

'Fhc  wtu’k^lnip  Iasl4*4l  a  full  4la\  fttr  tin*  -.ciiitir  4*\4*culiv4*  and  lialf-tiay  ftir  the  i*\4*4  iit i\ c  -  ‘Upcr\i'4ir. 
During  the  ifn»rning  S4‘'^^lcni.  tin*  cnci  utlvi*-^  were  iiisirucicti  in  I'tnnph'ling  a  p4‘rlormain‘c  plan  ami  then 
prti\idf*d  the  tqjporlimilv  Ui  write  their  4>wn  p4*rlormanee  requirerin'iils  with  the  as-lslanec  td  tin* 
fat  iiitalors.  Tin*  afterinwni  -4*«-sion  im  Iu4i4*4l  tln*ir  siqu'rvisors.  ami  provitii**!  an  4»f»p<irlfinily  l<»r  lln* 
-tip4*rv  i-tjr  and  4*\4*4  iiii\4*  to  4h*lermim*  tin*  ctmlents  n\  tin*  perftirinanee  plan  joiniK,  \s  in  tin*  mmning 
>i*H>l4in.  faeiliUiiors  wi'rt*  availahh*  i4»  assist  tin*  participants  as  ri'quiri^d. 

Dcscriptiioi  of  the  Final  SEAS 

rin*  SK  vs  ha>  two  major  4*oinp4im‘nls:  the  perfonnanee  appraisal,  and  tin*  Pi'i  hnmain  i*  Re\  i4*w 
Hoards  (PRR>).  The  ajiprai^al  consists  id'  a  performance  plan  and  stipervisiiry  ratings,  i'hc  performance 


iilr'  ,1  nxMlnnn  lui  IP  hl<‘nl  rl  \  mji  tlir  |m*i  lortiKiii*  r  iDpiirruifni'  ul  lit**  **\**i  iili\ «*.  (J) 
itiji  n  M  ii  al  rrijuiniiM  nl'.  10  prioriu  lu  ilir  n‘<]iM{*‘inrii|o.  ainl  (l)  il  \  iiijr 

;hi\  ariiun>  *m'  n*-i»iir*  r-  U»  inft-i  lln*  i*“t|nir*‘riirMl‘.. 

//'I'  jH'i ffti  iiKifti  r  \-  h\  I  .SiJ \.  lln-  |M-rliiniKiiH  **  pl.iii  i-  <l**\ 1i\  lit**  i.ihn|ji 

«illirial  ill  (‘<Mt-iii(a(ion  vvtih  il»»*  *‘\*riiinc  aJ  llii  Itr^iniiinj*  *if  lln*  rahtijz  (in*  raniiji 

ollirial  1'1‘iaiit*'  linal  a{)|)r<»\al  aiiilittt  iU  l*>r  llu*  |)t'r|i>riiuiMt  t*  r<‘f|tiii‘i‘inriil>  a'-^i^iMMl.  Tlir  a>^i^iH‘(l 
|>ri-(uriiiaiM'<'  najiiiii  iiicdN  an*  r*  **M*lr<l  in  »nn*  nl  llnrr  f>i‘ri(irnian<  r  an^a**  (-*■<■  Talil**  1). 

/.  Description  of  the  SKAS  Perl'ormanee  Areas 

1  Ills  area  inrlvi(ie>  program  planning;  program  iniplemmlation;  i-ompleting 
simlio.  reptirt'-  aii<i  contracts:  develtiping  new  policies:  ami  jirograrri  infornia- 
lion  e\^l)al)gt^  liisscinination.  or  documentation.  et<*. 

Tliis  area  im  iiides  organizing:  budgeting:  personnel  utilization  and  develop¬ 
ment:  inlernal/external  coiTimunicalion;  meeting  KKO  requirements: 
administrative  activities:  etc. 

Iiidiviiliial;  rhi>  area  iiuludes  j>ariicipatlon  in  speiial  project?'.  Ad  Ibic.  committees  and 

ta?'k  teams:  devtdopment  or  action  on  innovative  ideas:  professional  develop¬ 
ment.  e<mf*‘n‘iues  and  seminars:  arid  oth<*r  d<ne|<qnnenl  activities. 

Oaeb  p«‘rlormanee  an-a  will  contain  at  lea-t  *>/ie  performance  requlnimnt.  \  pcrbirmanci' 
reqnireftiefit  vpr#‘ilie>  ibe  result  to  lu‘  aciMev*‘d.  the  e\pech‘d  level  of  aebi»*\emenl.  and  tin*  linn*  in  v\lii<  b 
it  must  be  aebieved  for  fnllv  smeessfni  perforniamc.  Table  2  [irovides  -ome  examples  of  SKS 
perbuinafu  e  retpiirerneMls. 

falilr  2.  Kxaniples  of  .SUS  IVrforiiiaiiee  Kequirernent.s 

1.  Identify  2"n  of  the  positions  with  career  advancement  opport!initi<*s  for  Project  Mainstream  by  30 
June. 

2.  Reverse  (he  trend  on  rising  indircri  ami  ox'rbeuti  (osis  and  achieve  a  ratio  of  on  direct/ 

indirect  costs  by  30  June. 

3.  Publish  supplement  to  \FS(!H  RtMt-|ti  |»\  ‘\U  \pril. 

1.  Rroadmi  siilxudinaies  pr<iles>ional  -kill-  bv  providing  ('a<  li  with  two  developmental  assignments 
onl-ifJe  l»is/bf‘r  sperlallv  bv  30  Man  ii. 

Om  c  the  piTlormaiM  I*  r**qiiireim  ni-  ar**  id*‘nlille<l.  lliose  wlii*  b  are  *  lillcal  at**  *lesignaled.  \  <  riti*  al 
rcrpiireini-til  i-  auv  reqiiirenu'ol  of  tb**  job  wlwcli  i-  -uffl*  i*‘nll>  important  that  inadequate  pt'rlormam  **  «d 
(I  niiiw*‘igb-  at  *  **plai)h'  perfunnance  in  ollmr  a'-p*‘cl^  *►!  tin*  job. 

Kacli  perf*»rmam  **  r*’qiiirem*  nf  al-o  lia-  a  priorilv  weight  as-igtied  to  indicat**  ifn*  n*lativr  impor(anc<* 
of  ihiii  perlormam**  reqnin*imMit  to  tin*  total  Si;.s  pu-iiimt.  I'lie  total  of  the  priorilv  w**ighl-  mnsi  etpial 
loo.  tirilii  al  reqnuemenl-  will  gem*r.illv.  but  not  neci'-'^arilv .  rctcive  a  (ng(n*r  priorilv  wtughl. 


Function/IVograin ; 
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I'hr  liiial  M‘rlioit  ol  (hr  |M'|  loniiunrr  phin  (  \t'l ion/l{i>oiin‘4‘>>  K<H|inrr(i)  (Miuht<'>  tli«‘  r\mili\r  (o 
iiHiiciih*  iln‘  <H’hon>.  rrsoiirrt‘>.  iiiiJ  tnuii  ouUidr  lhal  an*  iifii^^ary  lo  aihirv**  flu* 

|M‘rioriiiaiir<^  rr(|uin‘iiM'iil>. 

I  lit'  appiaisal  •*\>iriu  alM»  |»n>\  i4lr>  lor  rrvi>i(Hi  ol  ilic  |M*rloriiiaiu'<‘  |»laii  aiul  lot'iiliuok  iti  ilo* 
I'vmiiivo  as  |»arl  ol  I  In*  luiniial  inatiafirinrn!  (lining  tlir  ralinj:  prriod.  FIh'm*  |>rrloriiiaiu‘t‘  n'v  irn- 

jiroviclr  lli«>  ^iiprrvisor  aiiii  r\iM-ii(i\r  willi  o|>|HM'UiMiti<‘>>  lo  liisni^s  tlii‘  t‘\o(  iili\<‘  >  |MTloriiiaiH  o.  rliaii^<‘'> 
io  iiii.-'.''ioii  n»(|iiir«*niroi>.  and  ihr  imparl  ol  oul>iil4*  iiillnmiri‘s  iivrr  wliirh  llir  4‘\rroiiv4*  iiiaN  Iiav4‘  no 
ronirol. 

The  nitin^  i)rttrf*ss.  \i  ilir  tMul  <»l  I  hr  ralinj;  p«*riod.  I  In*  ralinf;  offirial  rrinlrr>  an  adj4‘rii\al  ralinj!  iti 
a»r»  ihr  prrf<»rinanrr  ol  (In*  s(*nior  rxrriilivt*  for4*a<'h  prrlonnain'r  n‘quirrinrnl.  ra<‘li  prriorinanrr  ar«*a. 
ainl  ovrrall  prriorinanrr.  I'hr  po>sii>lr  ralin^^  arr  ih‘M  rihrd  in  I'ahir  'V  Pin*  prriorinanrr  arra  raiinj!'* 
should  nol  nrr('>sarilv  hr  a  rninnlalivr  avrragr  ol  tin?  ratings  of  lln*  individual  pt‘rlorinanrr  n‘<pHrriiirnN 
hill  ilir\  should  hi*  hif;id\  (‘orrt‘lalt*d.  SiinilarU.  (hr  ovt'rall  rating  >honld  mil  nrrr'-'-ariK  hr  a  riiiiinlalivf’ 
a>rra^r  of  tin*  pi*rlorniain‘f*  arra  ratings.  ln>lf*ud  it  should  indiratr  (hr  rating  oflirial  >  jiidgfin*iil  ol  iht- 
t*\rrnii\ r*>  o\  rrall  prrfonnam  r.  I f  p(*rforinanrr  4111  any  I’rilii  al  4*h*nn*nl  i^  4’onsid4*n*d  iin^ali^fartorv  .  (In-n 
lln*  ovt*rall  raling  iniist  In*  Im'Iow  Fully  Sin’i'rssfid. 

Tabiv  X  Rating  Definitions 


DITSTANIMNC: 

(ionsislenlly  performs  in  an  outstanding  inann4*r  whi4  h  far  exceeds  tin* 
F'ull)  Suc4’essfid  criteria. 

KXCKI.LKMT: 

(]onsist4*ntly  performs  in  a  manner  wfiich  is  considerably  above  the  hully 
Suci'essful  criteria. 

FI  l.I.Y  SlCCKSSFl’l,: 

Performance  was  at  thr  h*v4*l  which  W4nild  n<irinally  be  expected  of  a 
senior  4*xecutive. 

MINIMALLY  ACCEPTABI.K: 

Often  performs  in  a  manner  which  falls  b4*l(»w  I  fie  Pully  Isuc4*<*ssful 
criteria. 

1  NSATISFACTORY: 

Oonsistrnllv  p4*rforms  in  a  inanrn'r  whiih  lalls  wt*ll  In*l4iw  the  Fully 
.Succ4*ssful  4  rileria. 

Thr  rating  idlirial  is  als4>  r4*qnin*d  to  d4*srrilM*  tin*  4*\r4Hliv4‘*s  pt’rlVirmaiiri*  on  all  i-rilii'al 
rrqiiin*inrnl>  and  to  siihstanliati*  all  ininrritiral  rrqnir4*inrnls  ral4'd  I  nsatisini  torv.  MiniinalK  \r4'rptahh*. 
or  Oiitslanding  with  a  short  narrativr  d<*s4*rip(ion.  Tin*  narrativi*  snhstanlialioii  should  In*  ohj4*r(iv4*  and 
rrlali*  (4)  the  sprrifii*  rrsulls  or  arioinplishinrnts  of  lln*  4*M‘rutiv4*  rrlrvaiil  (41  his/hrr  p<*rforniain'4* 
r4*qnirrinrnls. 

Mtrr  the  appraisal  has  hern  lornplrlrd  hy  the  rating  offii'ial.  the  exrc-utiv**  is  given  an  opportunity  to 
n*view  the  ratings  and  lo  make  rorninents  as  required.  'rh<»n  the  appraisal  is  reviewed  h\  an  individual  at  a 
higher  h‘vel  of  management  in  the  organization.  This  higher-level  review  is  lo  maximize  the  objectivity 
and  equity  of  senior  rxei  nlivi's*  appraisals. 

At  tin*  rinl  of  tin*  raling  p4*ri4Hl.  the  initial  appraisal  is  4‘4iinph*trd  h\  tin*  rating  (dli(  iai  and  n'vi4‘W(*<l 
h\  lln*  eNrrnlivf*  and  lln*  rr\irw(*r.  Po  iin*<*l  iln*l!SHA  rf*qnirrnM*nls.  lhi<«  appraisal  i-  lh4*n  rorHar4h‘d  l4»  a 
Perforiiiaini*  Ih'vii'w  IhianI  (PHH)  for  n*vi<*w.  \  fhm  rharl  id  tin*  Senior  l‘A4*ruii\r  \pprai*>al  S>striM  i». 
provi4h*d  in  Appnnlix  I'. 


II 


l)r\t*l4i|MiU‘nt  of  Pi^rroriiunirt*  linard  (l*KB)  PrtM'i'iliircs  • 

111  onln  III  I'n-.iiir  llir  njiiiMlilr  lio.ini  jiriM  lor  Sll.S  |m’i  loniiaiH  r.  M  HIM. 

llir  i  iirmil  tili-raliirr  on  '•rloi  lion  lio.inK.  lln*  \ir  l  oirr  ollirt'r  x'irriioii  litijid  '>>>lrni. 

.mil  lln*  ii>«*  ol  ‘•t'lrrlion  roMMniMi‘r>  in  |ir>valr  iinln>>lr) .  I'In*  iiho  ol  PI{B>  wa>  iiiaiMlaUMi  |i\  lln*  C  iSH  \.  uinl 
ihrir  ii-r  i«  >ii|i|iorl<*<l  |)\  lln*  tilrraliirr  ami  Miaiia^t‘iin‘ti(  polirio'. 

Tin  •  iin»>i  MiijniriaMi  ia>k  \\a>  lo  (Inyrloji  a  sol  of  cTiirria  approjirialt*  to  lln*  inT<l>  ainl  r^(|lli^*lln*lll^  <il 
lln*  \»r  I'ornr  lor  rsmilivi*  prrloniiaini*.  A  widr  varinlv  of  tlrri'^jon  rriirria  vva**  iililiali\ 

roii>idrn‘if;  lionnvnr.  tin*  <aMi>i  raint^  of  tin*  I  .SH  \  .  ( IPM  giiidaini*.  and  Air  I’  orn*  i  r<|uin‘iin*til^  I  i  mi  led  lln* 
rlioirrs  ol  ri‘ali>lic  l■ril^*|■ia  to  varitius  diiiinisioiis  of  tlif'f  i<  idt\ .  im|iortun<‘<*.  and  ri>k.  'I'In*  nritrria  initially 
M‘liM*li*d  v\t‘rn: 

1.  la*\ol  cd  i*ff<»rl  rnijuirril  to  arromplish  the  aclivilx. 

2.  \moiinl  <d  all(*nlioM  n*quin*d  to  inanagr  and  monitor  tin*  ac  tivity. 

iT  |)c*gn*i*  of  impani  (c*.g..  widc*>prrad  applical>ility  vrrsns  local  n*l<*vain*c)  ol  tin*  activity. 

k  Dollar  value  of  tin*  activit\. 

r>.  Tilt*  financial  risk  in\olvcd  in  atl<*inpling  tin*  atiivily. 

().  Tin*  potential  for  gain  or  loss  of  organisational  or  personal  pn^stige  inherent  in  the  activity. 

In  addition.  lln*>coring  proc*edun*s  dt*\ doped  provide*  ftirun  ohjf*clive  and  siipporiahlc  m<*tlio<l  of  ranking 
1  In*  exec  utive.''  ht*ing  consid(*rt*d  hv  the  hoard.  ''Mock*  hoards  were  then  used  to  It*.-'!  llie^t*  criit*ria  lor  iln*ir 
utilitv  and  ohjt*(  livilv  in  assessing  the  [H'rliirmanct*  of  senior  t*xccutives. 

Tin*  prcK*(*durc*s  spt*cifif*d  for  ust*  hy  these*  hoards  in  scoring  the  appraisals  w<*re  as  follows;  (I)  Kacli 
hoard  member  independently  scorc‘d  the  appraisal:  (2)  The  scores  wt‘rp  based  on  the  performance  of  the 
c‘xecuhve  ralhc‘r  than  his/her  position:  (3)  The  hoard  members  w'ere  din*c‘tc‘cl  to  consider  both  the 
performanc^e  rc*quirernenls  and  spec  ific  achicvcmcmts  icientified  on  the  appraisal  so  that  an  executive  with 
low  standards  and  high  rating  would  not  he  perccivc*d  as  a  better  performer  than  an  c*\<*c*nlive  with  much 
high4*r  standards  and  a  lower  overall  rating:  (4)  the  scale*  used  had  a  range  of  1  to  10  with  whole  number 
iiicrc*menls  and  a  score  of  five*  was  designatc*d  as  the  point  that  inclicatc*d  average  a(‘hievc*ment  for  a  senior 
exc*c  iilivc‘:  (3)  since  each  appraisal  was  sc'orcd  hy  the  entire  [>oard.  minor  differenc  es  were  expected  and 
appropriate,  but  when  any  two  board  members  diffcr«*d  hy  more  than  three  points,  a  ‘'split**  was  declared 
and  the  appraisals  wc*re  rcscored.  aftc*r  relevant  discussion,  bv  the*  entire  panel:  ((>)  once  the  scoring  and 
rescoring  wc*re  c*oinpleted.  the  average  score  for  each  excjc  utivc  was  computed:  and  (7)  the  average  scores 
were  then  usc*d  to  rank  the  executives  being  c*onsiden*d. 

fnt  nuirwf  Kei  K*M  /^>orc/  Sit)iuhilintts.  Two  "nUM*k  hoard"  wc*re  cemvened  to  test  tin*  proc  edures, 
lo  determine*  their  apfiroprialeness  In  llie  \ir  I  ccrcc*  .senior  c*xc*rutives.  and  to  verifv  llic*ir  frc*edoin  from 
Ilia."  (e.g..  agaiii"!  li*malc*."  and  minority  mc*mlH‘rs).  I'lie  first  Ixcard  consistc'd  of  two  (!olom*l>  with  prior 
l•\pl•riem■c*  in  Air  Konc*  ''i*h*elioii  hoards  and  three*  civilian  perxinne*!  who  wen*  in  manageinf*nl  posilienis 
hill  were*  iinfamitiar  with  Air  I'orji*  hoard  preicednrcs.  I’hree  of  lln*  lK>ard  memhers  wen*  male*  and  two 
wen*  female*. 

rile*  major  piirpeee*  ol  llie*  first  "mock  lioard  was  lei  d(‘le*rmine  if  ilie*  pnici*diire‘s  diseriminale'd 
against  a  minority  group  or  female's.  In  order  lo  ae*e*omplisli  lliis  task.  22  actual  >enior  e‘\t*ciitive 
pe'rlormaiice*  plans  we*re‘  ohtained.  1  sing  tile*  ac'tual  peTformane  e*  plaii"  wa^  important  hc'cau^t*  it  enhance*d 
the*  pe*ne*ived  reality  of  the*  proe  C"-..  .^im  e*  ratings  we*n*  nol  availahle.  "inutlate*d  raiiiigs  and  wrille*n 


lo  a  m‘I  oI  .iiid  |M*t  foi  niaiu  r  U»  tin*  ImmmI. 

Karh  apfiniisa)  Ha>  a»i^ni‘iJ  om*  i>r  ihirt‘  osrrall  raiinjj>  (( or  Full)  Sun‘«*?.>lul)  aii^l 
jii'^hlit  alioii  \\a^  pruvidnl  1o  '‘iilixtaiilialr  tlir  a'->i^n«Ml  raliu^- 

illi  Jlir  .i|i|irai'-al  >(ratili«'<l  inlo  ihrn*  raliii|Z  groiiii".  lirlilioii.s  iiauii‘>  ilial  wort*  4»|i\  i4Ui-l\  iiiah'. 
IViiialo.  \m^Io.  aiul/or  liispaiiir  MiruaiinMl  v^rn*  raudoiuly  a>>i{jiif*d  <o  oarli  gr<Mip.  ni>paiiir  *-urnaiiH‘- 
wrn*  ii^rd  lo  ihr  variou>  rlliuir  luiiiorilit'^  ht*raus(*  llu*  iiainos  rradii)  idrfifil M*<i  individuals  a^ 

iii«‘inlM‘r>  ol  a  minoril\  group.  Sinro  ilir  hoard  iiu*mhor>.  wrn‘  nol  pr(»vid«*d  au)  iuftirtiiatitui  ollu*r  ilian  flu* 
appraisal,  ihr  u>r  »»!  an  obvious  <*llmir  ininoril>  name  wa"  ihouglil  to  lu^  llu*  most  appropriair  lurihod  lor 
iiidu  atiiig  i‘lhiiii  hai’kgr<Mind^  nl  ihr  r\r(  uii\«*.'^.  A  hrltd  f\planalion  was  giv^n  to  tin*  hoard  iiU'Uihrr^  on 
iIm*  ij>#*  oI  flu-  >roriiig  pnM'rdiin*>.  Flu*  hoard  m  orrfi  ra«'h  appraisal  ihoii  rauk-onlrrcd  ihr  »‘\rruli>r> 
hasrd  oil  thr  srori's. 

A>  a  I  hri  k  on  tin*  l•^lsh•lu  ^*  4)f  an)  ^)>l^*nlalir  disrriinlnation  inhenuH  in  ihr  prori*durr>.  ihr  hoard 
wa'*  HMoiivriird.  For  ihr  sorond  trial  run.  ilir  '•anu*  apprai^aU  wt'rr  UH'd.  hownrr.  lh«*  naiiir.'*  wrrr 
rhangrd.  All  appruisaU  with  Irnialr  and/(»r  [fispanir  iiainrs  wt‘rr  givrii  non-iniiuirii)  inaIr  nainr>.  I  Iium* 
apprai>al>  that  originalK  had  ihr  luin-iuinoriU  nialr  nainrs  wrrr  givrn  Irinalr  and/or  Mi>panir  nainr.s. 

A  roinparison  ol  thr  rrsulls  of  ihr  two  trials  iinlit^alrd  that  thr  hoard  inrinhrrs  wrrr  ronsi>lrnt  in  ihrir 
rafikings  and  that  thrrr  wa.**  ;?o  .•'igiiilii-anl  diflrrrju  c  hrlwt?rn  tin*  mean.*'  of  the  ovt^all  rating.-  »)[  inalrN. 
IVniaIr>.  and  ininorilv  nu*ni|>ers  (>»‘r  \pprndi\  (i).  Thr  hoard  was  rousi-tiuit  in  -rlr<*ling  thr  >ainr  »)r 
-iinilar  apprai>als  to  rrroinnu*nil  for  honust*-. 

The  rrslriclions  on  bonus  distribution  were  such  that  J 1  of  the  22  individuals  roiisidered  could  he 
rrroininended  for  a  bonus.  On  Day  I.  seven  while  males,  one  female,  and  three  Hispani<*  members  were 
-elected  for  a  bonus.  Conversely  on  Day  2.  four  white  males,  four  femah‘s.  and  three  Hispanic  members 
were  n^’oinmended  for  bonuses.  Based  on  these  results,  it  was  inferred  that  no  systematic  discrimination 
inherent  in  the  procedures  exislt^d.  However,  a  few  minor  administrative  problems  were  detected  while 
running  these  boards  and  appropriate  changes  were  ntade.  The  most  imporiani  change  was  to  provide  the 
board  members  with  some  experience  in  using  the  procedures  by  allowing  them  to  participate  in  a  trial 
run.  then  thoroughly  debriefing  them  on  their  performance. 

\  -rroiul  ‘'tiiork  board  wa.-  roiivenrd  at  Air  l  orre  Headfpiartrrs  to  drtermiiit*  if  actual  inrmbrr-  of 
ilu*  and  Air  Fon’c  oflirrr-  could  rIfrrtivrK  use  the  revised  pnirrdurrs  on  a  wide  varirl)  of  joh-.  Ihr 
inrnihrr'liip  of  ihi.-  Imard  wa-  dr.-ignrd  U)  upproximatr  a  true  FRB.  Tfierrfon*.  a  ran*rr  Sl.S  iiirmhrr  arirti 
a-  pn*-idrMf.  wilh  <#ffier  rarrrr  mrmhf'r-  anil  high-level  mililary  reprr>rMlalivr>  on  the  hoard.  Ilu* 
nirinhrr-liip  included  ifirrr  civilian  and  two  mllilury  representatives,  one  ol  which  was  a  iiiinoritv 
itiriiifn*r  (a  (dark  offirrrh  The  sefrcfioiis  of  tin-  hoar<f  were  neither  stafi.stirali)  nor  prarlirallv  diffrr<‘Ul 
from  llmse  ol  the  previou-  hoard.  All  rxrrulives  with  an  outstanding  or  e\iellenl  rating  wrr»* 
rrroiiinHMHird  lor  a  honus  regardle--  ol  gender  or  ininorilv  meinhership.  None  of  tin*  e\ei  nlive-  with  a 
fiillv  -neee.-sful  rating  witc  recommended  for  a  honUs.  However,  the  hoard  memhers  indicated  that  in  an 
aeiual  FBB  ihev  would  have  reipie-leil  addiliona)  inlormation  for  some  ease>  prior  to  providing  a  final 
-«'ore  for  the  exeeiilive. 

The  r«*>ii(ls  of  hotli  fjoanl-  were  ihen  ana)v  /<*d  and  I  he  polieit's  and  criteria  ol  the  hoartls  wep* 
ileiei mined.  I'lu*  anal\-i-  -hovved  thai  the  hoards  found  onl)  three  criteria  to  he  erilieal:  (I)  Ilu*  leve  1  of 
efiori  re(piired  to  aeeomplish  perforinanee  reipureiiu'iils;  (21  f(u*uinounl  (d  allenlitm  required  to  manage 
and  monitor  ihe  performanet*  retpiireineni-:  and  (d)  the  potential  lor  gain  or  loss  ol  <irgani/ational  aml/or 
pt‘r-onul  prestige  inhert*ni  in  the  perloritiaiu  e  riMpiirenieiits. 

\dinini-lralive)v .  tin  hoard  nieinlter-  iotind  thai  both  a  irial  run  and  ver\  detailed  iiistnieiions  were 
fiighlv  de-irahh*.  However,  ihev  indiealed  that  the  aeiiial  proe«‘-st*-  iilili/etl  h)  the  hoard  memhers  -hoiild 
he  ^tifFieienilv  flesihle  to  allow  for  individual  inlormation-proer--ing  leehniipie-. 


oil  iIh'm*  litu)iMg>>.  liiiiil  [»r<M  urn*  <lrv  lc»r  usr  h\  llir  iirhial  I  hr  Mij»gi‘slrd 

lH‘ii*rtng  (or  ihr  i>  providrd  a>  Vpprfuliv  l>.  It  uti**  afiiiri[»alr<l  that  iIh>  hrirliiig  uouhJ  hr  iinMlifir<l  lo 

iiirrt  ihi’  -.prcilit'  rr^inin'teirrits  ol  llir 


i ffirnilinmtf  PHH  ( .tnisl(ivnt((nti'>.  I'fir  pc(r(M»><*  (il  a  PHH  t>  lo  iliakr  rrriaiii  ihri#*  i>  roiisi>(ritr> . 
^iahil*i\.  anil  nlijrril\ii\  uiihin  Mir  SI'S.  \  arion-  hoaril  ronliguraiinns  urrr  rofwiilrrril  U\  Mir  K\i*riili\r 
HrxMiirr  Hoanl  lor  oprraMonal  n>r:  (I)  a  ^'inglr  Air  Forrr  I’Rh.  (2)  iivr  organi/alionat  rHR**.  and  (d)  '•i\ 
IMSR  —  Mir  fi\r  organi/ational  hoards  pins  a  (irniral  PKR. 

I  hr  >inglr  I’RH  ^•oIlrrp!  ua>  diM  Usst'd  hiil  ri*)rrlrd  h\  Mir  Kxrrulivi*  Rrxnirrr?*  Roartl.  \ir  Forrr 
iiianagrnirnl  uaiilrd  lo  drrrnlrali/r  "rlrrlion  us  innrh  a>  po»*ihlr  lo  rnsnrr  (hr  <Jr<•i^ion^  ur/r  iiiadr  h> 
Mir  iiio>l  knou Irdgrahir  individuals  and  lo  prrriudr  ihr  |)olriilial  bias  lo  lavor  ihr  r\r<‘ulivr>  vi.'^ihilily 
raihrr  than  ihrir  prrfonnanrr. 

Po  drrrniralizr  ihr  srlrriion  ol  srnior  rxrrniivrs  for  lionus  awards,  ihr  usr  of  fivr  organizational 
PRBs  was  roiisidrrrd.  Thrsr  boards  would  rrprrsiMil  llir  rxrrulivrs  in  (I)  ihr  (M'firr  tif  thr  S«*rrr(ary  <d 
ihr  \ir  Ft)rri*.  (2)  Hrailipiarlrrs  Air  Font*.  Air  Fonr  Sysirins  Coniinaiid.  (4)  Air  Forrr  l^ogistirs 
(’.oininand.  and  (o)  all  oihrr  iiiajur  ronirnunds  not  sprr'ifii  ally  rovrrrd  by  ihr  oihrr  lour  Imards.  Thrsr 
lM»ard>  would  idrntify  ihr  high  prrfonnrrs  wllhin  ihr  group  of  t^xrrulivrs  rrvirwrd  by  rarh  board.  Aftrr 
Mir  board  ilrrisions  wrrr  rnadf*.  Mir  appointing  autfioriiirs  (drsignaird  by  thr  Sr<  rriary  of  thr  .Air  Forrr) 
uould  dislribiilr  bonusrs  hasrd  on  Mn*  rn'oininnidatons  of  Mndr  FRBs. 

riil>  approarh  was  ac-i  rplahlr  lo  ihr  Kxrrutivrs  Rr^onn  t's  Board.  Hourvrr.  IM.  (H  JuK  1*78(1) 

rrdurrfi  iht*  niijnl>rrof  hoinis  t'ligihit*  posilioiis  from  5(1  prrrrnl  (ihr  original  (jiiola  sp«*t  ifi«*d  in  ihr  (.SR \) 
In  25  prn*rnl.  1'hrn.  thr  Offirr  of  Frrsonnrl  Managrnirnl.  in  a  Mrmorandmn  lo  Hrads  of  I Irpurtinrnts 
ami  \gi*nrirs  daird  2I  .liiK  l*)8(l.  providrd  fiirihrr  guidanrr  uhlrh  slated  that  ‘’agrnrir-  should  grnrrally 
liniii  iHMiusrs  lo  20  pt'n  rnl  of  lhi‘  rligihlr  rarrrr  rmployrrs.**  I'his  mrinorandnm  als<»  liinilril  Mn‘  numlirr 
of  r\ri  ulivr.s  riigifdt*  for  bonusrs  oi  1 2'’u  lo  20“n  (srr  .Apjirndix  i)  loi  a  ropy  id  Mir  lr\!  oi  Mir 
inrnioranduin).  Thrrrforr.  in  ordrr  lo  riisun*  lhal  rvrrv  rxrrnlivr  would  havr  an  rqual  opporiunlly  lo 
ri'rrivr  ihr  maximum  allowahir  bonus  whilr  mainlaining  Mir  nrrrssary  drrrnlrali/alion.  ihr  Fxrruii\r 
Rr’^ou^rr^  Ifoard  drridrd  lo  add  ihr  Ornlral  PRB  as  a  sixth  hoard.  I  ndrr  ihr  nrw  roiiliguralion.  ihr  iivr 
org-nii/aliimal  Imards  would  forward  llirir  nominations  to  Mir  (irnlral  PRB. 

riir  .'^«*rrrlarv  of  ihr  Mr  I'orrr  sp<>rififd  f In*  iiirmhrr'«hip  ol  Mn*(!rnlral  PRB'-oa-  lornsiirr  Mir  nio'-l 
ripiitahlr  rrprrsriilalioii  of  Mn*  '•riiior  r\ri  iili\t*>.  'Pin*  Imard  roiisisls  ol  srvrn  mrmhri'N,  Mir  majoriiy 
bring  rarrrr  >riiior  rxrrniivrs.  Thr  p!i*>idi*nl  ol  ihr  lioard  is  a  rarrrr  SKS  inrnihrr  1  rom  MiriHlirroi  Mir 
.S*rrriarv  of  Mn*  \ir  Fonr.  Mrmiirrship  al^o  inrhidr^  a  rarrrr  i‘xrrulive  Irom  aiioltirr  agrnry  lo  minimi/r 
thr  po^'-ihililv  of  favoritism  or  disrriminalioii  hv  Mn*  Imard.  (irnrral  Offirrrs  arr  appoinird  to  tin*  (.rniral 
!*RB  to  providr  maximum  managniirnt  rrprr-t*nialion.  Phr  iivr  orgatii/alional  hoards  an*  rrprr>rn!rd  by 
rillirr  rarrrr  rxrrniivrs.  noinarrrr  rxrinlivrs.  or  grnrral  idlirrrs  o»i  ihr  (.rnlra)  PRIF  Ihi.'»  mix  ol 
individuals  i>  hrlii^vrd  to  providr  Mir  mo-i  ohjrriivr.  iinhiasrd.  and  rrprrsriitativr  iiirmhrrship  possifdr. 

Farli  organi/.alional  l*RH  may  nominair  up  lo  50  prrrrnl  of  ihr  rxrmlivr.x  il  ron.^idrrs  lor  a  Iwnus. 
Ml  ihr  rx«*rnli vrs  nominaird  hv  ihr  orguni/alional  hoards  arr  c*onsidrrrd  h\  tin*  ('.rniral  PRB.  I  hr  (.rniral 
hoard  ranks  ihr  rxrr  tilivrs  sf)  yw  in  rnsiirr  niaxinnim  rrpiily  in  awarding  honiiM‘s  lo  thr  nnrt  drsrrving 
rxrrniivrs.  and  rr<*onimrn<is  up  to  20  prrrrnl  ol  thr  rar«*t*r  SKS  nirmhrrs  lor  a  homi*^.  .‘^iinr  thr  rating 
irndrrrd  i»y  ihr  rxrnilivr's  supervisor  was  onlv  an  initial  rating.  Mir  I’RB  also  rrrommnnb  linal  ovrrall 
prrformanrr  ratings  lor  all  i  an*rr  SFS  inrmhi*rs.  I  hr  rri*ommi*ndrd  honn^  and  raling"  arr  ilirn  ^riil  lo  tin* 
Sn  rrUirv  f>f  tin*  Mr  Forrr  (or  final  drfrrininaiion". 
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III.  nis(  I  ssioN 


I  lir  (IrM'loprni'nl  ol  iMi*  SK  NS  vk.i>  iirroiiipli'^fird  iiiHlri  >rvrrr  lintr  ii>  >|MM‘i|’ird  in  Hu* 

I.SK\.  Vt  liilf  lln*  <  .SU  \  r(M|iiirr<i  ifuil  llu*  SI!  NS  Ik*  iinpIrinriitiMl  I  (htulKT  NFJIRL  Ha>  nol 

laskrti  lo  parliripuU*  in  lln*  «lrv<*lo|»nirnl  ul  llir  apprai^ui  s\*«lrin  until  Marrh  I'lirn'lon*.  in  les5<  than 

.  Mionili>.  ih(>  Lalturainry  lia<l  to  drvrlup  lhi‘  "vslnn  aiul  ihr  (raining,  test  and  nnKlir\  ihrsystein  and  tin* 
training,  train  tin*  <*\<*<‘utiv<*s  an<i  tlr«*ir  snprrvi>urs,  and  upf*rali<inally  iinplrnH‘nt  tin*  sysl<‘in. 

( iir  support  prov  i<i(’d  to  NKIIHI.  at  all  lrvr)>  of  Air  l  orct*  nianagrinont.  iin  luding  ilir  |)in‘<‘(or  of 
t  .ivilian  IN*rs«>niK*l  and  tin*  Air  Font*  l.ivil  .'^orvirr  Kt'torni  Nrt  Vtorklng  t»roup.  was  outstanding.  Smior 
rsiM  Ul ivT'-  and  gonoral  ol fim>  w«*n‘  a v  ailafdt*  at  all  "tagrs  td  drvi‘lopnt(*nt  to  niistin*  an  appniprial?*  s\  sirni 
v\a.**  tloliv<*rr<l  and  dial  ilu‘rt*  was  a  IVrling  of  in\olvrnn*nt  on  (In*  pan  of  tin-  i*\n<'ii!i\ <*>  ainl  liigin  r  lovrl 
inanagoninnl  i»»  \hv  d(*sign  of  tin*  SIvAS. 

I'Im*  inclu.-ion  of  tin*  e\i*rulivn>  in  tin*  dt*v<*lopnu*nl  ol  tlit*  s\>lorii  provril  to  Im*  r\tn'inrl\  iinporlaiit. 
During  llii*  arlual  iinplenit*n(a(ion  phase,  the  individuals  who  parlieif)ated  in  lh«‘  SKNS  di‘velopinenl 
aelively  >iippont*d  the  >ysleni  hy  explaining  the  rationale  for  the  various  a.*<pe(ts  of  iht*  SEAS  to  their 
peers.  Vlithout  this  support,  iinph'inenlation  of  the  syst<‘ni  ina\  have  been  subverted  by  passi\ e  <ir  a<*tiv<* 
resistanee. 

Another  iiuportaftt  eotisideratio/J  ift  the  iinplernefilation  phase  was  the  neressily  for  high  level 
inanagenieni  suppiirl.  Sinei*  manageineiil  was  ineludetl  in  die  di*velopment.  ihev  ha<l  a  vesti*d  inl4*n‘sl  in 
die  ^\^lem  and  were  >upportivt*.  Also,  a  h*lter  Irom  iht*  D(*pu(\  Nssistant  .Se<  r<‘larv  of  the  Air  Eoree  for 
t  .lvilian  I’er^onne!  Eoliey  supporting  the  ni‘w  s> stein  was  read  at  every  SEAS  training  >e^sion.  1’his  letter 
nnule  it  elear  lliat  the  .system  was  mandated  hy  law.  approved  by  the  Offiee  of  Personnel  Nianageinent.  and 
Mipporterl  bv  dn*  Seerelar)  of  the  Air  Eoree.  Support  of  ibis  nature  pret'lmied  e\<*euli\es  from  assuming 
(be  in*w  -v^tem  was  sometbiiig  dial  would  go  awa\.  eould  btr  ignored^  or  elianged  at  will. 

I’lie  opt'raiional  training  ses>ion-  alst>  provitled  a  nninber  of  iniportanl  insight-.  In  all  the  training 
'.e--ion-.  the  more  areuratt*  perlorinanee  plans  were  developed  w  hen  the  supervisor  afid  exeeutive  w<}rkf*d 
together.  Nltboiigb  the  exet  niives  pt*rlormed  adniirablv  during  the  first  hall  of  the  training  si*ssion.  tin* 
adileil  input  and  sense  ol  eoinmitineni  provi(l<‘d  by  the  supervisor  enhaneed  the  performanee  plan 
development  pro<  t‘s-.  Some  s«  ,iior  evef  utives  were  unabh*  to  meet  with  their  -uperv  isiir-  and  t  onid  luit 
aeeiiralelv  sperilv  their  snpt'rvisor  >  expeetalious  and  were  therefore  unable  to  develop  an  effeelive 
perforniain‘4'  plan  liuring  the  training  session. 

Sonu*  othf*r  verv  important  lesson-  vvt*re  learned  Irom  the  training.  Ilu*  training  wa-  designee!  to 
ftriftirni/e  tin*  parlieipalion  time  reepiireil  <d  the  supers  isors.  Howe*ver.  seuue  ed  the  high  ranking  militarv 
supervi.sors  fedi  that  dies  did  not  n*ee‘ive  suffiele'nt  informal  ion  to  partie  ipale  ed  ieeliv  in  the  SE  NS.  In 
die  lulure.  training  should  he*  el<‘sigm*d  sei  as  to  provide*  all  parlie  ipanls  lln*  same  informatiein.  I’liis  will 
mtniiiu/.e*  the*  pe‘ree>pliem  that  anv  otie*  ineiividuul  e>r  grenip  is  edilaiiiing  impeirlaiit  iiileu  inatiem  tei  wide  h 
olhe*rs  are  ue)l  privy. 

Diale>gui'  anel  fe'e'ilhaik  in  dn*  training  preivid<*el  impeirlant  insight-  to  tin*  t\pi‘  of  appraisal  lonii 
»‘xe*i‘uliv I's  pe*n  e'ived  as  appretpriale*.  Mo-I  e)f  the  e‘xerii!ive*s  aiiel  their  sUpe*rv  l'‘eu-  f<*!l  that  the*  form  -henilel 
he*  limi(e*el  lei  a  -lilgle*  page*  while*  alhiwing  the*  fh*xihililv  ne*ee*ssarv  te>  aehlre*--  die  with*  varietv  ed  jedi- 
inhe*n“nl  in  appraising  se*nior  ext'e  nlive*^.  'rin>  umre*  e  lose‘lv  the*  feirm  appreiv iniat<*el  a  hlank  '•heel  of  paper, 
die*  iinire*  ae  e-i'ptahle  it  uppi'an*et  lei  he*,  rin*  final  appraisal  lorm  is  itn  lueh'd  as  Nppe’inlix  E. 

No  e*--f*nlial  part  eii  anv  dsnande  -vsli'ut  i"  a  vm*1I  eh*vt*|ope*el,  eiu-gtdng  e*\ahia(iem  anel  anals-t-  plan, 
rin*  e*\e*e  nlive*".  their  siipe'rv  i'*e»r'*.  and  dn*  ERB  inemher-  inn**i  he*  given  an  oppeui unit v  lei  e'xpre*--  lhe*ir 
allitneft*-  feiware!  (he*  sV‘«(i*fri  anel  lee  preivtele*  fe*e*<lhae'k  on  the*  eipe*ral iemal  e'lle*e  live*ne*--  eil  tin*  -v-le*ni.  The* 
aeb  epiiie  v  ed  the*  pe*rreirmane'e>  plan-  -htmhl  he*  de‘|erndne*e!  Kve*r\  fae  e*|  ed  ihr  SK  NS  that  e  an  he  e  he*e  ke‘e|  or 


iiirii 'liirii  Im*  I  lit^  111  Innii.il  toll  iiKiN  lir  ii'-ril  to  V\oilhl  iiuikr  llio  N|’,  \N  iiiorr 

.Iim)  i  Ui  rxrt  iiliM  '  .iiiii  lltrii  -'O|)«'rvi>or'‘. 

i  iin|M'r;i'i\*‘  lliai  aii\  ;i|i|H';M^al  Im*  <l4*si^Mr4|  lu  inrorporiilr  ajipropriatr  \xih‘iH‘\i*r 

«i{i|iro)ii laic.  I‘\i*ruli\r'  ktiow  liiji  tlirii  ro{iinM*iii<..  aiul  r(M|uirritioiii>  an*  Im'Im^ 

( <Hi'>i(l<*n*d  ulirn  rliungt'**  art*  iiiadt*  lo  iiiiproM*  tlx*  >'  icin.  \|)|>ropriai«*  updalt*  IuIIh*  itia\  ul^o  lH*i|) 

lo  iiiiiti nii/r  iiiKalioii.  ft  i>  i*\tr«*Mii*l\  iKiportaiit  (hat  flu*  iimts.  (lu*  SI'].S  p(*r>onru*).  prni'iu*  (It#*  a» 

olaltit*. 


W.  SrVIMAKY  AND  RKU)!V1MKM)ATI()NS 

rill*  Air  I’oriT  Souior  K\<.’<  utiv»‘  A|)|>rai>al  Sv>lt*rM  (SKAS)  iiu*t‘ls  holli  tin*  iMl<‘iit  aiul  ilu*  lf(lt‘rol  tiu* 
rivil  N*rvi<'<*  l{f*torin  Ai  l  ol  TIu*  SIvAS  |irovid(*>  (*\i*i  ulivi*s  an  tipiMirlmiil y  (ti  tofiMili  with  tlu*ir 

'!i|M*rv isor>  aiul  lo  spet  ilv  tiu*  pt‘rloriiiaiu*<‘  riMpiirmu'iits  for  the  iipcoiiiiii^  ralinjj;  pt*riocl.  At  ^*asl  oiu* 
n*<|iiiri*nu*fil  inii>(  lu*  (l(*>i^i)ah*(l  ii>  i  ritu  al.  \l  tiu*  i>iul  of  tiu*  appraisal  p(*riotl.  llu*  >up«‘rvi>or  will  rat<*  tiu* 
fxiMiilivt*  aiui  provldt*  wrillt*ii.  ol»ji*tiiv<*  jusiifitaliou  for  tiu*  initial  rating;.  Tiu*  apprai>als  will  Im* 
forwanfnd  to  oiu*  td  Fivi*  or^ani/ational  PHH>.  riu*M‘  b<#anls  will  ><*li‘rl  tiu*  (o/>  ^iTii  ol  iht*  t*M*(-iiiiv4‘s  liaM*#! 
on  pt*rlorinaiu*i*.  I'lu*  ap|)rai>al*>  «d  tli4‘>t*  iiulividnal>  will  ilu*n  lu*  (‘on>id4'n*<t  hy  llu*  (a*nlral  PRK.  and  (lu* 
iM‘>i  p#*rlornu*rs  in  tlit*  Air  h’on  i*  (approxiinalflv  2ll"<f  of  llu*  i*\t*t  tilivt*>  in  llu*  Mr  Kttn  i*)  will  lu* 
n'<‘tininu*ndt*tl  tt»  llu*  Sr<*reiar\  td  llu*  Air  I'tint*  lor  lMniiis(*>. 

I'lu*  apprai>al  >(«Mn  d4*\<*topt*d  lor  Air  Fon  t*  junior  <‘xt*t  uiivt*s  i;*  a  major,  inilial  >it*p  in  proviflinj:  an 
ol)ji*«’ti\i*  >)^lt*in  for  nu'ajiiirinf'  t*xt‘tiiiivt‘  porforriiaiui*.  I'lu*  inilial  lt*<*tlhaik  iiulitalt*.-  llial  nio.-i 
t*\ri*tili vt**  find  it  diffimdl  lo  stall*  their  n*sponsibililies  ohjeeliveU .  However,  alter  lhe\  have  worked  with 
llu*  -\-iein  for  a  while,  the  prore?.s  should  Iteeonu*  sul)stanilali\  easier.  The  key  to  the  SF \S  i^  that  it 
providi*s  an  opportunity  to  express  reasonahh*  expeelaiions  for  (he  appraisal  pt*riod  wliile  maintaining 
'iiffirieni  flexihiliiv  to  ineorporate  n*eogniiion  of  performanre  on  unanlieipaled  refphremeiils. 

In  onh*r  lor  llu*  SKAS  to  maintain  its  ust*fidness.  vialtilitv.  and  eredihilit).  it  is  n*ettinnu*ndt*<l  that  the 
Offiee  (d  llu*  Mr  Ftiret*  |)in*elor  td  Fivilian  fN*rsoniu*l  ensun*  that  llu;  following  steps  hi*  takt*n: 

1.  all  iu*w  ineiiii,t*rs  must  reei*ive  ad4*quat(*  training  upon  i*ntering  llu*  SFS. 

2.  new  sup4‘rvisor>  ol  Sf.S  memhers  must  n'eeivo  a<le(pialt*  training. 

.'F  training  should  Im*  eoiuinualK  updat(*d  to  mei*i  the  nee<ls  of  the  memlM*rs  of  the  SFS  a. id  llu*ir 
sup4*rvisors. 

I.  the  SI.  \S  diould  Im*  eonlinuatly  mottiloHMl  lo  deteel  an\  s>sl<*matie  di'>eriminalion  atul/or 
ilel  irieneie«. 

o.  a  iraeking  •'Vsicio  '-h4Hdd  he  dev(‘lop(*d  lo  eUMire  the  perlormanee  plan-  iin*  df*v#*lopi*d  and 
n*vi4*wed  at  the  iM*ginniiig  <d  iht*  rating  period. 

f>.  llu*  I’HH  pnM't*dures  must  Im*  monitored  and  n*vised  to  i*nsure  maximum  ohjerii\ii\. 

t.  re(piir(*d  ehaiiges  shoidd  lu*  iniplenu*iii(*il  in  a  limeix  manner,  and 

Ji.  nieiidM*r*»  ol  the  SFS  and  their  superx  isors  itiiisl  he  gixen  aeeuralt*  aitd  limelx  le<*tlha«'k  that  will 
.i--i-l  ilu*m  in  parlieipating  eff4*elive|\  in  ilu*  SF  AS. 

riu*  eon-c  ii*nlioU'i  implementation  of  these  reeommi*ndalions  is  4*ssenlial  if  llu*  SF  \S  i-  to  pf*rform 
elleelivi*ly  tiu*  liiiu'tioiis  for  whieh  it  was  de-igned. 
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trri  \l>l\  I  iA  IhKLINKS  K)H  1111.  DKV KKOPMIM'  OK  \ 

si.Mou  i:\ii  1  nvi:  ai»pr\is\l  systkm 


Tublir  Law  ‘>5- Vo  I- 

I'illr  l\  t>i  lhi‘  rivil  SiTvirt-  Rrlonn  \rl  (liSKA)  SiM  linn  1-02  ♦•slablisht*s  “a  Srniur  Kxrculivr  SiTvire 
lo  r»'*:sr'‘  lIuH  llu*  r\tM  nuMKi^<*nn’nl  of  liu*  Oov<*rninrnl  of  lh«*  I  nil«*d  Slal«*>  is  n^sponsivr  to  thi* 

iirodj..  poiiritvH.  and  ^oal.'«  nf  llu*  \alioii  and  tithorw isf*  is  of  llu*  lii^host  qtialily/*  Sertion  VOo  requirrs  rarh 
ap’fu  in  arf’ordanrr  willi  >la/idards  u^tabli.^lirtj  l)\  llu*  Offlrr  of  Personiu*!  Managrnirnl.  lo  develop  onu 
or  iiu>rr  p<*rforiiiaiu*«*  appraisal  ^\>!<•!u^  drsignud  lo  acroinplish  llu*  following: 

1.  P<*rnii(  (lu*  amirah*  ovaination  of  prrforiiiaiur  in  any  position  on  llu*  basis  of 
crileria  w  hic  h  an*  n*laled  lo  llu*  position  and  which  spc^rify  the  critical  elements  of 
the  position. 

2.  Provide  for  sysli*matic  appraisals  of  performance  of  st*nior  executives, 

1.  Kncourage  excellence  in  performance  by  senior  execulives. 

1.  Provide*  a  basis  for  making  4*ligibility  dett*rminalions  for  retention  in  the  Senior 
Kxeciilivr*  Service  and  for  Senior  Execiilive  Service  performance  uward^. 

riu*  (LSH  \  also  reqiiirf*s  that  llu*  agetu'\  performance  appraisal  ensures  the  following: 

1.  On  or  before  the  beginning  of  each  rating  period.  p<‘rforinance  requir(*inenls  for 
<‘ach  scTiiur  I'xeculive  in  ihe  agency  are  established  in  c  onsidlation  with  llu*  senior 
f*\eci]tiv<*  and  cominunic'aled  lo  the*  s<*nior  (‘xeculive. 

2.  ^  ritlen  appraisals  of  performance  are  based  on  the  individual  and  organizational 
performance  requirements  establislu*d  for  the  rating  period  involved. 

.1.  Kaeh  senior  exeeullve  in  tiu*  agene\  is  provided  a  copy  of  the  appraisal  and 
rating. ..and  is  given  an  opportunity  to  respond  in  writing  and  have  the  rating 
reviewed  b\  an  employee  in  a  higher  executive  level  in  the  agency  before  the 
rating  becomes  final. 

riic  (’.SR A  further  s[)ecifif*s  tIu*  following: 

1.  Kach  performance*  appraisal  system  shall  provide*  for  annual  summary  ratings  of 
levels  of  performance*  as  fedlows; 

a.  One*  e)r  me>rc  hillv  siu'ce’s.slul  levt*ls. 

li.  A  miiiimullv  salisfae-le»rv  le*vt*l. 

c.  An  unsalisfae  lory  leve*l. 

2.  f^ae  li  perfe»rmane*e*  appraisal  system  shall  provide  that  — 
a.  any  appraisal  and  any  rating  nnd«*r  siu'h  system  — 

(1)  .Are  made  onl\  after  re*view  and  evaluation  b>  a  performanee  review 
hoarel. 

(2)  Are*  (ondtu'led  at  le*asl  annually. 
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(i'l)  ill  iIh‘  rase  a  rart*er  a[>|KMnter.  may  nol  l)«*  made  within  120  days 

afl<*r  the  he^iniiin^  of  a  ll♦‘w  Pn'sideiitial  administration:  and 

(a)  \rt>  hasiMl  on  |MM'tormanre  during  a  performam^e  appraisal 

p(Tiod. 

(h)  Any  rareer  appointee  reeeivinjj  a  rating  at  any  of  the  full) 
surressful  levels...  ma)  hi*  given  a  perfomianre  award. 

(r)  Any  senior  e\eruti\e  rereiving  an  unsatisfarl<»rv  rating...  shall 
he  reassigiieil  or  transferred  witfiin  the  Senior  Pveeutive  Serviee. 
or  removed  from  the  Senior  Kxerulive  Serviee.  hut  an)  .senior 
executive  who  receives  two  unsatisfactory  rulings  in  an)  period 
of  5  eonseetitive  years  shall  he  removed  from  tin*  Senior 
Kxeeutive  Service. 

(d)  Any  senior  exi*eutive  wfio  twice  in  any  period  of  d  consecutive 
years  receives  less  than  fully  successful  ratings  shall  he  removed 
from  the  Senior  Executive  Service. 

d.  a.  Each  agency  shall  establish...  one  or  more  performance  review  hoards,  as 
approjiriale.  It  is  the  function  of  the  boards  to  make  recommendations  to  the 
appropriate  appointing  authority  of  the  agency  relating  to  the  performance 
of  senior  executives  in  the  agency. 

1).  The  supervising  official  of  the  senior  executive  shall  provide  to  the 
performance  review  board,  an  initial  appraisal  of  the  senior  executive's 
performance.  Before  making  any  recommendation  with  respect  to  the  senior 
executivi*.  the  board  shall  review  any  response  by  the  senior  executive  to  the 
initial  appraisal  and  conduct  such  further  review  as  the  board  finds 
necessary. 

c.  Performance  appraisals...  with  respect  to  any  .senior  executive  shall  he  made 
by  ihe  appointing  authority  only  after  considering  the  recommendations  h) 
the  performance  review  hoard  with  respect  lo  such  s<mior  executive... 

d.  Members  of  perlorniance  review  hoards  sliall  he  appointed  in  such  a  manner 
as  to  assure  consistency,  stability,  and  objectivity  in  performance  appraisal.  . 


Office  of  Personnel  Management  (0PM)  (guidance 

In  Special  Bulletin  'fl.  PPM  Bulletin  the  ()ffl(‘e  of  Personnel 

Management  provided  further  guidance  on  SES  Pt*rformance  Review  Boards  as 
follows: 

Membership  Guidance 

1.  Eacli  performance  review  hoard  in  an  agcnc)  should  liavc  ihrci*  or  iTiorc  members 
appointed  h)  the  liead  of  the  agem*)  or  h)  another  offi<'jal  or  group.... 

2.  The  supervisory  official  who  made  the  initial  appraisal  of  an  (‘\cculive  should  nol 
Im-  a  member  oi  the  PRB  considering  the  appraisal  of  lhal  cxeeulivc.  M<»wever.  this 
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f^or  HI. IV  Im-  i  .illril  lo  IihIoit  llir  IM(U  us  il  I'oiniurls  ”>urli  furlluT 

rrvii'H  U"  il  liiMi"  inMr'»‘-ai\ 

Mriiilirr'-  hI  a  I*1U(  l  ull  UK  liiilr  ul)  ol  I  <Mi(‘rul  rxri  utivrs  (ruin  Hilliiii  uiul 

oui>Mlr  lilt*  ap*ur\.  Iniliv  iihial>  who  ari‘  iioi  l  iMlrral  rinploy»*«‘s  may  also  >rrvi‘  on 
puli'*  (o.|Z..  n*|Ur''i‘ol:ilivt*>  ol  a  |uoto>si<Mial  U’^'Orialioii).  (»oi!rralIv.  I*UU 
mrmlM‘r>  ^liouM  lir  in  po>ilioii>  rtjiiiv  uloiil  (o  SKS  posiluins.  Moinhors  ran  im  iucJr 
military  olfirrr.s  ami  nom-arrrr  oHirials.  hot  whrn  a  rarerr  appointiK*  i^  hrinjj 
appraisoil.  a  inajoriu  ol  I  fir  PKU  must  Im*  c  arrrr  SKS  appointors, 

1.  K\rrpl  whrrr  it  is  impossibir  biMunsr  ol  thr  Irvrl  of  ihr  |)osi(ion  within  ihr 
agoiu'y,  tlu‘  rxiM'utivr  must  have  ihr  oppoHnnify  lo  havr  (hf  appraisal  rrv  iewrti  hy 
a  hijjhrr  Irvel  evrnitivr  within  ihr  agrm  y.  This  higln^r  irvel  rxrrulivr  m^rd  not  hr 
a  rarrrr  SKS  appointor.,. 

Krdrral  mriiihrrs  of  ihr  PUB  should  havr  (‘urrriU  fully  snrrrssful  prrformanrr 
ratings...  and  not  hr  a  dirrrt  suhordinatr  of  tlir  rxrrulivr  wliosr  prrfonnamr  is 
under  review. 

Guidance  on  PRB  Functions 

1.  Earh  PRB  reviews  and  evaluatf'S  the  initial  appraisal  and  rating  l»y  the  senior 
rxrriilive’s  supervisor.  .  .  . 

2.  A  PRB  ran  review  any  asprrl  of  the  appraisal  process.  .  .  . 

!i.  \  PRFi  should  make  a  written  recommendation  concerning  an  executive's 

appraisal  and  rating.  .  .  No  appraisal  or  rating  is  final  until  the  appointing 
authority  takes  final  action. 

i.  \  PRB  is  also  responsible  for  making  recommendations  lo  the  appointing 

aullutrity  (oncerning  individual  awards  to  be  granted  to  fully  successful  career 
appointees.  .  .  . 


Ml 


V|i|»raisal 

r.,  l{o.s«‘iilM‘r^,  S.  rornmhilinj:  ii>uhlt‘  for  rnunager  pt^forinaiu  o  appraisal.  /Vrso/</o7 

Juitrtiftl.  No\»Mnl»i*r  I77R.  .">7.  + . 
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I  Iir  r\j»rrinirnt  wa;-  lo  rn>iirr  tliiil  thr  nirinlHT'^  ol  iht*  hoard  rr\  irwod  ihr  "aiiif  2'2 

ii|>|)rai>al>  fa<*h  ila).  I’ho'^r  af)prai>«al>  wtTr  dividi*d  into  four  On  ilav  oii<‘.  1  composrfj  of  ^ix 
a|>|)rai>aU  uilh  llispanir  soniaiurv.  x-l  2  vva>  coinposod  ol  si\  appraisals  willi  Anglo  nainos.  s«*!  2  was 
roinpoM’d  of  tivo  appraisals  with  fnnalo  namos.  and  sfi  1  v\as  roiiiposed  of  fiv<*  appraisals  wilh  mah* 
natiK^s.  On  dav  2.  ihi*  nainos  w<*n*  r«‘v«*rst*d  so  llial  sol  ]  was  conifMisod  of  six  Anglos,  sol  2  was  r<irnpos'od  of 
six  flispanirs.  sol  if  was  t  oinposod  of  iiv«“  nialos.  and  sol  1  was  <  tnnposod  of  fivo  fonialos.  Fafilo  (il  providos 
a  listing  ol  lln*  moan  sooros  and  standard  dovialions  for  iho  \arions  groups. 


Table  ('.I.  ('.onipuris<»n  of  Means  and  Standard  Deviations 
of  Four  Sets  of  Appraisal  Scores  by  Day,  Ethnic  (»roup,  and  Sex 


Dav  1 

Dav  2 

N 

\ 

so 

X 

SI) 

Set  1 

Hispanir 

(> 

:».K7 

.a«r> 

Anglo 

(> 

r>.72 

.542 

Set  2 

Anglo 

() 

(>.2a 

.f>7(> 

Hispanir 

() 

S.54 

.456 

Set  if 

Finitalo 

5 

(>.27 

.(>8(> 

Male 

o 

:>.8if 

.782 

Sot  i 

Male 

i> 

(>2r> 

.7(>i 

Fonialo 

(>.lf 

.8<)5 

The  results  of  the  I  wo  days  were  (oiuhinod  to  mininii/o  the  of  fools  of  praolio»‘  ami  other  sundry 
intorvoning  variables.  The  results  are  suminari/od  in  Table  C2. 


Table  C2.  Comparison  of  Mean  Scores  of  Appraisals 
by  Ethnic  (vroup  and  Sex^ 


Mean 

SD 

N 

i 

df 

\nglo 

6.(M) 

.6.51 

12 

1  ,()6* 

22 

Hispanir 

5.71 

.(>72 

12 

Male 

6.:fD 

.736 

10 

o.n* 

18 

Fornale 

6.if5 

.7.57 

10 

rniiiparjMr  prriiiriiiani't*  |ilari>  urtfi  r.'iltn^>. 
♦\o  'ijjiiilioiltH  ililfrrHiirf*  al  p  <  .(ir). 


i/w;\/)/v  I):  si  (;(,i:sTi:u  brikfinc  for  prr  mkmhfrs 


Wrlcomt*: 


{insert  name  af  luHtrd  mem  f  ter)  WelroiiH*  to  (insert  hunt  ion) 


Purpose: 

Tin*  purpose  of  this  Perforiuanee  Review  Board  is  to  assure  the  eonsistenc  y,  stahilily.  and  ohjeetivit) 
of  the  Senior  Kxeeutive  Appraisal  System  by  providing  recommendations  i<»  the  Appointing  Authority, 
(insert  niime  tpf  /ipftointing  la//n>/ity).  'Fhis  hoard  shall  r<‘eommend  a  final  rating  and  a  hoiite*  amount  for 
each  senior  ^■\ecutive  <'onsidt‘nMl, 

Authority: 

This  hoard  is  convened  pursuant  to  the  requireint'nts  of  Title  Pour.  Section  4tto  of  (he  (iivil  Service 
Reform  Act  and  Air  Force  Regulati<in  40-2  (Executive  Assignment)  subchapter  h. 

Task: 

Your  job  is  to  evaluate  (insert  number  here)  senior  executives  to  determine  which  should  get  a  Imnus. 
^our  budget  is  (insert  amount  here).  However  you  are  not  required  to  distribute  the  entire  amount.  Tin* 
maximum  number  of  executives  eligible  for  a  bonus  is  (insert  number  here).  Once  again,  it  is  important  to 
Stress  that  it  is  not  necessary  to  distribute  bonuses  to  all  t‘!igibles.  It  is  more  important  that  you  use  your 
experience  and  judgment  to  distribute  the  money  wisely. 

Board  Schedule: 

The  schedule  for  this  Performanre  Review  Board  will  be  as  follows.  You  will  rt'ceive  a  detailed 
brieting  wliich  specifies  the  procedures  to  be  used  by  this  hoard.  At  the  conclusion  of  the  briefing,  you 
will  participate  in  a  trial  run.  The  purpose  of  the  trial  run  is  to  provide  you  a  preview  of  the  appraisals  you 
will  be  evaluating  and  the  procedures  you  will  be  using.  The  trial  run  will  be  discuss«*d  in  more  detail 
later.  After  the  trial  run.  you  will  be  scoring  actual  Senior  Executive  Appraisals  for  the  record.  This 
pnKM‘dure  will  continue  until  all  appraisals  are  scored  and  all  differences  r»‘Solved.  The  B(»ard  Secretary 
will  then  <‘oinpiili*  the  final  ordt'r  of  merit  and  bonus  amounts  based  on  your  scores.  You  will  (hen  specify 
your  nM’oinmended  rating.  Once  the  list  is  finali/ed.  it  will  be  sent  to  the  Appointing  Authority  as  the 
recommendation  of  this  PRB. 

Board  Organization: 

The  majority  of  the  members  on  <‘ach  PRB  are  career  SES  personnel.  How<‘ver.  the  system  wa> 
designed  to  incorporate  participation  by  non -career,  military,  mirioriiy.  arid  female  p#Tsonnel.  All 
Performance  Review  Boards,  except  the  one  at  Air  Force  Systems  (iominand.  will  have  five  members  —  a 
president  and  four  panel  members.  The  AFSC  hoard  will  have  nine  members-— a  president  and  two 
panels,  with  each  panel  having  four  members. 

Eligibility  Criteria: 

In  order  for  Senior  ExiM  utives  to  be  eligible  for  a  bonus,  they  must  be  career  memht‘r>  of  the  SES. 
1’he  executives  must  have  received  an  initial  rating  from  their  supervisor  <»f  l  iilly  Siicces'^ful.  Excellent, 
or  Outstanding:  and  they  rnu^t  liave  been  in  the  sxsltun  for  at  least  12(1  ilay>. 
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I  III-  |M‘i  <-  ;i|i|»i  .11 '  jl-  \oii  will  !>r  ri“\n’'Mii^  lia\i-  Iwu  niaiol  c<nii|Minriil'.;  in)  (til* 

r«‘i  i iiMii j iH  t*  IN. III.  anil  ill)  lilt-  I ii>l I ( It  al loll  ami  laim^.  In  oidfr  (o  |ir<ivi(|t‘  xiiiir  ('oiiliiiuilv  ami 
"tamlai'tl i/.iliiMi.  iln-  iM-rioniiam  t-  |ilitii  i-  iIivmIimI  into  llin  r  jit-t  loriiiam  «*  .in-as — I' iiiirtion/lV<i^ram  in 
vvlin  li  lilt-  r\i-t  dioiiM  Iih|  ri-iinirciiirnt"  n  laiivr  hi  tin-  |»ro^rain>  or  tillmr  omlraNor-  for  \>liirli  llm\ 

art*  rr^iion-ililt-.  Maiia^i-iiitMil  in  wim  li  l}n*\  li-l  ^iiprrx  i^orN  or  othrr  maiia^mnnil  ri‘-'|>on>il>ilili«‘>.  ami 
lmlt\  iiltial  ill  v\  lii<  li  (In*  t-\(-t  iiiiv  t  -lioiiM  li'-t  tin-  rt-qiiiri-im'iit'  itimjiu*  h>  iiiiii  or  ln*r.  or  ''rlf-iMi|»roM*imMil 
fmlravo!>.  \l  lfa>t  om-  |)tTiorinam  r  irqinrt  iiimit  hIiodUI  lor  t  arli  |M*rlormama*  an*a. 

IN'rloriiiaiin^  |{r(]iii rrmmiN  vlumM  hr  oli)f‘<li\t-  >|M‘t  tlit  alioii.v  ol  rf-ult."  lo  In*  ai  liit-siMl  Iin  llm  r \tM  iiti\ t- 

(lining  tin*  ralin*:  [M'ritMl.  Karli  [n  rlormam  t‘  jilan  imi'l  i-oiiiain  at  !t  a?^l  onr  t  ritiral  nMniin-im-nt.  \  t  rilii  al 
nMjuin-iiiriit  i-*  ilt-liiird  a-  an\  riMinin  im  nt  ol  llir  joh  vslih  li  MiliicirntK  imporlaiit  llial  iiia(l4M|iiatr 
|M*rloriMam‘4‘  ol  i(  oiilwtM^hs  arcoptalilr  pt'rfoi iiiamr  in  t>llifr  a>j»‘rl>  ol  llm  joii.  llm  imrlormamt* 
imijiiirrnmiil.'^  aim  aUo  wmjililiMl  lo  imlit  ah*  llmir  r»*lati\o  |iriorii\  or  imjiurlam  <■.  I'ln*  -um  of  llm  wrijjlils 
Miii>l  nqiial  MM).  llm  t-valnalion  firovidi-d  l>\  llm  sii|n*r\ ("or  will  idn»i-^l  ol  a  ralinii  of  I  nsal  isfacUiTN . 
MiniiiialK  \<’ri“j>lal)l»*.  i  iilK  Sin  t‘t*s>|  ul.  !  \t  i-llrnl.  oi  ( )iii'>iamliii^  lt>r  <‘arh  |mrlormam  <*  rn(|iiin'im‘nl  ami 
an  tiM'rall  ralin^.  Iin-  rali  pros  nlr<j  1>\  t  In-  ^u|mr\  i>or  i-  an  initial  ral  iii^;  sou  will  ht-  rt-coin  nn-mliii^  llm 
linal  ralin^  h»  llm  appointing  aiillioriu.  \  wnth-n  jii.-lifiration  hv  llm  hiipi*r\ istir  for  llm  ratings  of  rarli 
p**rlorinain  I*  n-rpiirmimnl  -^Inmlil  also  Im  im  linlod.  Vi  hm  roviowin^  llio  appraisal,  von  ^fioiild  l  oiisiclrr  tin* 
rriliraliiN  ainl  priorilx  wt-ijihl  ol  llm  prrttirmain-r  rrquiri*nn*ni'«  aloii^  with  llmir  ralin^s. 

Kvaliiatioii  Process: 

in  order  lo  elleeli\el\  ami  ol>jet  ii\ t-K  t-\alouh‘  tin-  e\eruti\es.  eaeli  ol  \ou  will  indiviilnalK  setire 
eaeh  appraisal.  Phese  individual  srore?'  >hould  he  di*lerinined  williout  an\  discussion  lmtw«*cn  or  ainon^ 

I  In-  \arious  hoard  menibers.  l  lm  h(»ard  prc>ident  slionid  a)s<t  M-ore  each  appraisal  in  order  to  he 
aerpiainh-d  with  the  perlonnam  e  of  all  (he  evecutives.  In-n  scoring  llm  appraisal,  wni  simuld  hast*  \t>iir 
tiei  i-itui-  on  tin*  perittrinam  t-  ol  tin*  t-xt-t  ullvt*  rath<*r  tlian  Ins  or  ln*r  position.  ^  ou  >houId  consider  tin* 
pt‘rli»rmain  t*  retpiirt-inenls  >pt-cilit‘d  in  tin*  plan.  U"  well  a?-  tlic  t-vt-t  utivt*  ^  acUieveumw\s  vdvndfitMl  in  iht* 
jii'ld n  ation  set  litui  ol  the  lortn.  In  soim-  instances,  the  planned  pt-rformanct*  r<‘quirciin*nls  ina>  In*  so 
tlillit  nil  that  mt*r«*U  nn*eting  them  would  he  a  grt*att-r  :n  t-omplisliim-nt  than  tlm-'t-  rait-tl  as  outstanding  for 
t>tln-r  exi  t  uli\ f".  Stone  erileria  von  shoulil  ct>nsidt-r  wln  ti  scoring  the  appraisals  are  (a)  tin-  lt*\t‘|  ol  effort 
retpiiretl  h\  tin-  ext-eutivt*  tt>  inet-l  tin-  perfornianet-  rt*tpiiretm*nt  ami  at  t-oinpliNh  the  revolts  indit  att*<l.  (h) 
lilt-  aintninl  ol  pt>rstnial  atlentitni  retpiirt-d  lo  inanagt*  anti  inonittm  tin*  results,  and  (t  )  tin-  ptiti-ntiai  for  gain 
t»r  lt»s>  td  t)rgani/ational  or  pt*rstMtal  presligt-  inhert-nl  in  iht-  pt-rftirnianet*  re<|uirt-nit*nts.  .A  form 
( \ttat  lnnt*iit  1)  is  ^upplit-tl  for  \tnir  ii>t-  It)  t-vahiale  the  ext-eulive  against  tfit*>e  erileria.  Phe  form  is 
iftli-ntled  as  an  aitl.  hut  vtni  need  nt>l  ust*  it  if  von  tio  not  wish  to.  Ont  e  again,  it  is  i!itpt>rtant  to  stress  that 
\oiir  mainrilx.  jutigmt*nt.  and  t*xpf‘rit*nee  are  the  mtist  impttrlani  factors  in  detertrtining  lhet»verall  settre. 

Setirilig  Seale: 

\s  iin-nlitim-tl  i-arlit-r.  vmir  task  is  ttt  reetmtmend  st-tiior  cxi-ctjli ves  for  htnuist  s  h%  aligning  them  iit  a 
rt- la  live  ortlei  td  merit.  ^  mi  will  ilo  this  hs  using  tin*  sctiriiig  s<ale  on  this  slide  (  \  lla<him*nl  2).  rather  than 
h\  Using  a  nntrt-  t omplit  ateil  ranking  prtM  t-tltire.  As  von  t  an  set-,  tin-  scale  rangt*s  frtMii  1  tt)  1(1  with  whole 
numher  im  reiin-nis.  ^  tni  shtnihl  list-  a  vahn-  td  fivt-  as  voiir  asst*s4nn*nt  td  tin-  avt-ruge  ext*t  iitivt-  s 
aehit*vt*mt*nl.  PImst-  t  h-ariv  above  avt-rage  shtHihi  ret  t-ive  a  setire  in  tJie  higln*r  range  anti  ihtist*  ht*h»w 
average  shtndtl  it*t  t-i\f  a  srtm-  in  tin-  hiwt-r  range.  \\  hih‘  this  anti  similar  seoring  sc  ales  liavt-  prtiven 
iheinst-lves  ovt-r  tin-  vt-ars.  the  majtir  pitfall  vtm  nt-t-d  lo  avuiti  is  et-ntral  teiidenev:  that  is.  using  tmlv  two 
tir  three  i  los«-lv  rf*lali-tl  settre^  lf»r  nn»s|  td  tin*  a[)praisals.  hi  ess(‘nee.  a  Imard  mt*mht‘r  wht»  dties  this 
ht*fomes  a  etmsiaiil  in  tin-  scoring  pniet-ss  and  is  th-h-rring  his  tir  her  deeisit)n  making  aullioritv  lt»  iht* 
tilher  hoar<l  mt*nilM*rs. 


l*rarfdiir«‘s: 

SiiM  t*  farli  appraisal  i-  '<  uri’tl  li\  ilif  rniirr  iMiard.  tlirii*  an*  ii>uall\  niiiKH  (ill in  M 
lM*lv\«rn  iinniiliiTs.  Tln‘>t‘  minor  dirirromr^  an-  rxprrltMl  ami  approprialr.  Howomt.  wln*m*Vf‘r  tin* 
(lillrrrch-r  lirlwrrrj  dn*  ol  am  luo  hoard  fm‘inhrr>  i>  f;rrali*r  lhaPi  ilirri*  pninl>.  a  ^plil  Ini^  orriirr<*d 

and  the  appraisal  nnisl  hr  rrxorrd.  ahrr  rtdt^vanl  disru>Mon.  h\  tlir  rntirr  Iniard.  Onrr  all  thr  srorin|i;  and 
irM  tirinj;  havr  hrrn  roinplrlrd.  tlir  Imard  >rrrr!ar>  (insrrl  itdDir  lit'iv)  v\ill  roinpnlr  ihr  avrra^r  x  orr  of 
rarh  rvrriilivr.  I’hi^  avrrafjr  IpoanI  srorr  v^^ll  lir  usrd  In  rank  lln*  r\t‘<  utivr^  and  drlrniiinr  llir  ordrr  ol 
inrril.  Onrr  ihr  ordrr  <)f  nirril  is  ax  t^rlainrd.  ihr  lioard  will  usr  il  !o  drlrrmifir  w  hi<  li  r\r<  u!i\  r>  will  prt  a 
hontiN.  If  ihrrr  i>  no  >iiitahlr.  ol>viou>  rnloif  point,  thr  hoar*!  ma>  award  uj)  to  {inst^rl  nutiiher  iwre) 
rsrriilivrs  a  honus.  If  two  or  tnorr  individnals  an*  tird  at  tin*  point  d(‘trrnnnrd  h\  tin*  hoard  to  hr  tin* 
apprtipriair  rutotf  point,  thrn  thr  tit'  must  ht'  liroktMi.  In  this  <  irrnnistanrt'.  tin*  pant*!  inrinl)rr>.  nmlrr  thr 
dirrrliutt  of  thr  hoard  prt'sidrnl.  will  discuss  tin*  appraisals  of  thr  rxroutivrs  involvrti  and  rank  thrin  to 
tlrlrrininr  thr  final  ordi*r  ol  inrril.  Onrr  thi*sr  tasks  arr  toinph'trd.  this  PHB  will  havr  r<inipltMt*<l  thr 
rva  I  nation  prort*ss. 

Presidriirs  Duties: 

Mllmu|;h  [insvrl  tuimv  herr)  as  ihr  Ixiard  pn*sidt‘nl  is  riol  p’lirrall)  ron>idi‘rril  a  sroriiijx  i!n*inln‘r  td 
thr  hoard,  wr  slrtni^h  sii^|jrsi  ilia!  {insf^rt  'In*"  t*r  "sin*")  prrstniallv  srorr  all  ilir  appraisals  lo  t*nsnrr  a 
lamiliaril\  with  t*at*h  indivitliial  hrin^  (‘onsidrrt'd.  Ihiwt'v<*r.  in  rrilain  rin  ninslam  t's.  ilit*  hoanl  |irt*sidt*iM 
I-  rrt|uirr<l  It)  snhstiliilr  lor  a  l)oard  inrinhrr  and  arliialK  st on*  thr  appraisal  l<»r  thr  rrrtntl.  1'hr  prrsidrni 
mii>l  M'on*  if  till*  appraisal  of  a  lioard  nn'iidirr  is  ht'ing  rotisitjt'rt'd  tn  if  tin*  >i)pri'\  i^tir  or  a  suhordinalt*  oi  a 
hoanl  inrnihrr  is  hrinj;  ronsidi'rrtl.  I'his  i>  to  rnsnn^  that  nirmhers  arr  not  n‘<pnn*<l  to  srtirr  thrir 

t)Wfi  appraisals  nor  thosr  of  thrir  snprrvist)rs  and  tMiiploxrrs.  Tht*  hoard  pn‘sidt‘nl  is  also  n*sponslhlr  for 
tlirrrlin^  thr  disrnssion  of  iht*  ht)urd  wfirn  rrst»lving  splits  or  hrrakliiganv  tirs  that  inav  t‘xist  at  thr  cutoff 
point.  If  a  situation  arisrs  whrn*  tin*  PRH  is  uiiahir  tt)  rrsoK  t*  a  dispnlr.  rvrn  aft<*r  Irnplhy  dist'U'-r.ion  and 
niunrroiis  rrsroring  allrinpts.  lhf*n  it  is  iht*  rrsponsihilily  of  tht*  hoard  prt*sidt‘nl  to  rrst  ort*  iht*  ilispuji'd 
appraisal  usinj:  (insprt  '^his"  nr  "ln*r")  prrsonal  knowirdfrr.  rxprrirnrt*.  and  jiuljjint*nl.  Any  dt*risiun 
math*  hv  ihr  hoard  prrsidrnl.  in  this  rirrunistanrt*.  xvill  h<*  final. 


Oriit*ral: 

If  I  lit*  sprrial  rasr  arisrs  w[it*rr  onr  htiard  mt*rnhrr  ami  I  fir  Imard  pn*sidt‘nt  arr  int*lipihlt*  It)  srorr  an 
ap|Haisat.  lht*n  thr  avrragr  sron*  of  tht*  rnnaininfs  ihrt'r  ht)ard  inrml)rrs  will  ht*  list'd  It)  drtrrininr  thr 
rxrrulivr  s  mrrit  srt)rr.  VIst).  it  is  ihr  prrrofiativt*  ttf  this  ln)anl  lo  usr  anv  addilit)nal  infornialit)n  drrinrd 
nrr#‘s>ary  lo  rfft‘iiiv<*K  rvahialt*  a  st*nior  rxrriilivt*  >  appraisal.  Von  niav  want  lo  havt*  inltirmai 
ijist*ussit>iis  will)  {itist'tf  nnnn*  ln*n‘).  ihr  a|)pt)iiiliii^  aiitfioril).  to  rnsnrt*  rt)mmt)n  oliji*rlivt‘s.  (hirr  llir 
t)rth‘r  td  n)t*ril  is  finali/.t*ri.  iht*  hoanl  st*rn*lar\  will  t  otnpiitr  tht*  aftproprialt*  httniisow  hast*d  ttn  a  Ittminla 
apprt)\t'<i  hv  tht*  Kxt'rulivt*  Kt‘st>urri*s  Kt)anl.  \fit*r  \on  havt*  had  a  rhumt*  lo  n*virw  iht*  Itonii"  ainonnN. 
\t)iir  lask  w ill  ht*  h)  n‘rt)inmt*ntl  a  final  rating  td  Outslandin^.  Kxrrllrnl,  or  f  nlU  Sm‘t  t*s>l  ul.  \n  rxrrnlivr 
it*f fivin^  a  final  rating  t)l  Oulstamling  will  l)r  aulhorl/t*t)  a  htmii"  t)f  up  (t)  t)f  his  or  lii‘r  arulal  Itast* 
f)ay:  wht*rt‘asan  i*xrrulivt*  w ho  n*rrivrs  a  final  rating  t)l  Kvrrllriit  may  n*r<‘ivr  a  ht)nn'-  np  to  ir)”«i()l  his  or 
hrr  hast*  pay.  and  tin*  t*xrrnlivt*  ral«*d  Fullv  Snrrrssfui  may  rrrrivr  up  It)  IO'm  t)f  his  t)r  lit‘r  l)asr  pay. 
Krmrmhrr.  rvt*n  ihtmgh  this  hoard  is  aulhorizt*tl  lo  award  up  to  {insert  numher  here)  Itonnsrs.  ihrrr  is  no 
rt*tpiirrmt‘nl  that  all  i*ligihlt*s  ht*  awardrd  a  honiis.  It  is  rnurh  mttrr  importani  that  \t)n  usr  vour  hudgi't 
wist*(v  and  n*ward  thosr  rxrrnlivf*s  who  an*  Irulv  dt*st*rving  of  a  rrward.  7'ht*  S(*rrrlar\  of  tin*  Air  Forrr 
has  lakrn  a  pt'rsttnal  inlt*rrst  in  tin*  PKH  pror<*ss  ami  has  writti*n  thr  ft)llt)wing  Irttrr.  from  whirl)  1  cpiolr: 
(lh*ail  Irttrr). 
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'rriiil  Him: 


W  r  ti.ivr  Mirnlidiiril  llir  Itijl  i  nn  |nr\nMt-U.  ainl  at  iIm>  liiim  I  vmmiIiI  tiki*  In  ^ivi*  yon  iiion* 
itiionii.ii ion  on  how  iIkiI  i‘\rtt  i>r  ai  liialU  n|M‘iali'^.  Alirr  llir  liriofin^^.  wr  v\ill  aiijouni  to  (Im*  «<a*orin^ 
laKlo'*  a»  wliirli  linir  \oii  will  In-  *iivrn  li\i’  trial  run  a|)|nai>aU.  I  hot*  a|i|iraisal>  hast*  lM*#*n  l•ar♦*^nll^ 
'>i‘lt«-li‘<l  In  rt*|Mi*>t*nl  tin*  lull  >|M’t'l  rnin  nl  ijiialil  \  I  rnin  tin*  ha''!  In  tin*  host  tjiialil  it'd  f\<*(nl  ivt*.  Vt  t*  will  aj>*k 
\nii  In  >1  «»rt‘  llii*'*t‘  a|if)rai^aU  willmiil  tli^t  ii>>iniL  a-  vtMi  vmmiM  tliiriiij!  iht*  iinrinal  linartl  |»rnt  fH!*.  H(iwt*vfr. 
lor  ih(*s«‘  livi*  apprai>als.  wi*  iltt  sn^^i'si  that  vtui  lakt*  iinlt*>  ii>iii^  iht*  fnrni  |)rovi(h*(l.  \itt*r  a  hr<‘ak.  wp  will 
havf  >nnr  M’ort*-  |M»>l«*d.  \l  llial  timr.  wo  will  a^k  von  to  ^lian*  \our  ralionah*  lor  >it»rinji  the  fi\i* 
appraisals,  rin*  pnrpost*  ot  this  t'\(*ri'i'(‘  is  In  help  eaeli  nt  \<mi  estabiisfi  vonr  own  iiHli>iiinal  scoring 
slainlanl.  as  wt  II  a>  a  hoard  senrinj;  ^Unidard.  I’he  major  pnrpost*  of  ihis  l•\l*reise  is  lo  ensure  eonsislene> . 

ri*rlorinani  t-  Hev  it*w  Hoanis  art*  appoinlt*d  In  st'leel  iht*  most  dt^st*^ving  indivitinals  regardless  of 
t  ommand  ot  assignmf*nt  or  pi>sition.  Vi  lien  making  reeommt*n(iaiions.  ktM*p  in  mind  that  vuu.  as  a  board 
member,  are  n*presentinj{  the  Air  Font*  at  large.  Von  wt*re  selected  ht*eans«‘  yon  an*  senior,  mature. 
i*\perieiieed  individuals.  Kaeh  of  yon  takes  an  t»alli  to  serve  without  pn‘jndlet*  or  partiality,  having  in  view 
both  tht*  special  litm*ssoi  tin*  e\t*enlive  eonet‘rm*d  anti  ihe  ellieiene\  of  the  I  riited  .'"'latt's  Air  Force.  Vi  hen 
\on  #‘nler  this  hoard  room,  yon  arc  (‘\p**cted  lo  lake  actions  wliit  fi  are  in  the  interest  of  the  Air  Force  as  a 
whole  and  not  an\  one  parlicnlar  cominami.  V^diilc  here,  you  arc  working  for  tin*  .Secretary  of  the  Air 
Force  with  (/nsc/7  natnv  of  lUtard  Vn^sidetit  hm*)  to  guide  \onr  action. 

J'Im*  names  nf  ihc  intliv itlnals  comprising  the  nu‘mlM*rship  of  ihe  hoard  will  he  pnblicU  released 
when  the  seh*clion  lisi  is  annonmctl.  llow(*vcr.  tin*  wav  h(»ani  nn*mhcrs  volctl  on  am  particular  l  asc  ami 
tin*  gronml  ndcs  which  tin*  hoard  (*stahlishcd  in  making  its  .selections  arc  privilcdg(*<l  inlormalion  and 
nnn  not  he  disclost‘d.  lasts  ot  names  of  individuals  sch*cl«*d  or  not  s»*!ccted  ami  slatislics  of  tin*  board  s 
rcsidls  l»\  any  particular  group  will  not  In*  maintained  In  yon  and  your  kfiow ledge  <d  th(*m  will  not  he 
disclosed  to  anyone.  Then*  is  m»  prohi[>ilion  on  distlosing  within  tin*  Air  Force  commnnilx  snrh 
information  as  the  o\crall  iininl)crs  considered  and  selected,  the  manner  in  whi<-h  the  In^anl  was 
organized,  the  general  procedures  it  followed,  or  the  nvunhev  and  grade  of  its  ini'mbcrship.  lb»wever.  it  is 
vonr  r(*sponsihilitv  to  (*nsiir«‘  (hat  ohj(*etivc  decisiotis  an*  made  and  tfie  actual  workings  of  the  board 
remain  confidential. 
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trri:M)i\  (m»m  <:i  idki.im:  on  sks  uoNrsi  s 

In  a  tiiemorandiiin.  dulrd  21  Jiily  1980.  to  iho  H«‘ads  of  Oi’parlnnMit^^  and  Ap'iirio^.  1 
OainplHdl,  ihf*  f)irr(‘tor  of  tho  Offiro  of  Porsoiiind  Managf*rriofi(.  iitatod: 

The  Office  of  Personnel  Management,  with 
the  advice  of  other  agencies,  has  prepared  the 
following  guidance  in  respect  to  awarding 
Senior  Executive  Service  performance  awards 
(bonuses).  In  part,  this  guidance  refle<‘ts  the 
appropriation  ad  limitation  restrii'ting  the 
proportion  of  SES  niembers  wlu>  may  receive 
bonuses  to  no  more  than  25  percent  of  the 
number  of  SES  positions  in  the  agency.  In 
addition,  we  are  responding  to  strong 
Congressional  concern  that  the  25  perctmt  be 
vieweci  as  a  ceiling.  We  are  ihrefore 
enunciating  guidance  on  the  nuinb(T  and 
distribution  of  awards  which  we  strongly 
recommend  agencies  to  follow .  CAO  in 
coopi^ration  with  OPM  has  been  directed  by  the 
Congress  to  do  a  thorough  study  of  bomi> 
payments.  Any  agency  which  chooses  to  award 
bonuses  in  exc‘ess  of  the  number  or 
distribution  recommended  below  must  consult 
in  advance  with  the  Director  of  OPM. 

1.  Number  of  Awards 

Agencies  are  limited  in  payment  of  bonuses  to  a  maximum  of  25 
percent  of  SES  positions.  The  Congress  has  made  it  clear  that  the  25 
percent  figure  is  to  be  a  limit,  not  the  norm.  Agencies  should  generally 
limit  Iwnuses  to  20  percent  of  the  eligible  career  employees.  If  the 
agency  head  feels  a  higher  proportion  is  essential,  he  or  ."he  must 
(‘onsult  with  the  Director  of  OPM. 

2.  Distribution  of  Awards 

In  deciding  the  amount  of  bonus  to  be  paid,  agencies  with  HKt  or  more 
career  Senior  Executives  should  not  exceed  the  limitations  shown 
lielow.  These  limits  cannot  be  rigidly  applied  in  small  agencies,  but 
shotdd  Im‘  considered  as  g«uieral  guidelines. 

(a)  Bonuses  of  28%  should  be  limited  to  no  more  than  5“i>  of 
those  receiving  Iniiiuscs. 

(h)  Bonuses  of  17-28'^)  should,  in  total,  be  limited  to  no  mor<‘ 
than  18%  of  those  rtMciving  bonuses. 

(c)  Bonuses  of  l2-2lt%  -hould.  in  total,  be  limited  to  no 
niorethan  25%  of  lh*»se  receiving  bonuses. 


>r.  Alan  K. 
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A.  (vriieral  Procedural  Kccoiuiiic  tidal  ions 


(a)  i)nc  an^a  about  wliirli  a  iiuiiiImt  oI  legislators  Here 
eouetM'iieil  H  t  he  |ie  n’e  |>  t  ion  that  ineiii  liers  ol 
Perl  or  I  nance  lh‘v  re\\  Hoards  HtMiltl  he  laki  ii^  care  ol 
iheiiist'Ues  and  their  Ineiids  in  the  aHardin^  (d  bonuses. 

We  do  not  belit^ve  that  this  concern  lui"  sub'^lance.  but 
liirihiT  add  to  the  ohjiM  tivilN  ol  the  review  prtMM'^s.  an 
agency  nia\  wish  to  include  on  its  PHH  jiaiiei  one  or  more 
members  Iroin  atiolhtT  I'edt  ral  a|'enc\.  ()P\I  will  maintain 
a  list  <d  experienced  career  Seni<ir  I'.xeculives  who  «ould 
s«*rve  on  PHH  s  across  a^eno  liiu's  if  the  agency  s<i 
retpiesls.  dliis  same  pro(*edure  mi^ht  well  he  u.sefiil  in  the 
lutun*  in  passing  on  proposed  nominations  for  Meritorious 
and  Distinguished  Presidential  Rank  willtin  an  a^tmey. 

(h)  Eiirli  agem  y  should  publish  a  notice  in  the  FetJeral 
Register  ol  the  aj'enev  s  scht^lule  lor  awarding  honiises  at 
least  11  days  prior  to  th<‘  dalt*  on  whit  h  tlie  awards  will  In* 
paid. 

(c)  danger  Senior  Kxeculives  are  eligible  for  both  bonus  and 
rank  awarils.  /n  generaL  a^enc/>.s  s/itutld  avoid  giving 
tnithiple  atvards  to  a  single  SFS  member  in  a  year. 

The  SKS  system  provides  agency  management  with  an  unprecedented  level  of  discretion.  It  Is  vital 
that  this  disen»lion  be  used  responsibly  to  (establish  a  sound  foundation  for  the  future. 


